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CHAPTER I: INTRODUCTION 
Graduate education has undergone dramatic changes in the 
last 100 years. The evolutionary development of graduate 
education underwent its most significant growth period 
during the decades of the 1950s, 1960s and 1970s. 
Graduate study in American universities dates back into 
the seventeenth century. Instruction followed the English 
and European practice of conferring the "earned" master's 
degree upon their graduates of three years standing with 
good moral character - after pursuit of professional or 
other studies and payment of a fee (Schultz, 1961). 
According to Good (1951): 
"Before the middle of the nineteenth century, 
American colleges and universities seldom 
offered what would be regarded today as 
substantial graduate work" (p. 3). 
Formalization of post-baccalaureate education in the 
United States occurred with the establishment of the "earned" 
M. A. degree program at the University of Michigan in 1853. 
This degree was first awarded in 1859 (Buffer, 1979). 
The first earned Ph.D. degree was conferred by Yale 
University in 1861. Fifteen years later (1876), the first 
graduate school, Johns Hopkins University, was founded. 
Industrial arts, formerly referred to as manual training, 
was being established during these developmental years of 
graduate study. It was first introduced into this country in 
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1880 through the efforts of Calvin M. Woodward, who 
established a manual training school in St. Louis, Missouri 
in connection with Washington University (Sotzin, 1957). 
Jarvis (1961) noted that the Manual Training School of 
Washington University in St. Louis, Missouri, opened on 
September 6, 1880 with an enrollment of approximately 50 boys. 
In the 28th Yearbook of the American Council on Industrial 
Arts Teacher Education (ACIATE), Buffer (1979) reports that 
the first graduate program in industrial education was 
established by Charles A. Bennett in 1893 at Columbia 
University. Bennett, along with his colleagues and students, 
helped establish teacher education and graduate programs at 
at major universities, e.g., Bradley University, the 
Universities of Chicago and Wisconsin, Miami University, and 
Iowa State University; thus expanding the opportunities for 
professional study in industrial education throughout the 
country. 
Groneman (1938) reported that in 1920, the University of 
Wisconsin be:ame one of the first major universities to offer 
a master's degree with manual arts (manual training) as a 
major area of study. Groneman further noted that approxi­
mately 15,000 master's degrees were conferred upon industrial 
education teachers by 1920. This number tripled (47,000 by 
1930 and over 67,000 were either enrolled in or completed 
master's degree programs in 1938. 
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As reported by WoIansky and Resnick (1982), the Ph.D. 
degree in industrial education originated in the inid-1920s 
According to these authors, several Ph.D. degrees in 
industrial education were awarded by 1926, 
The doctoral degree with a specialization in industrial 
education was earned by 371 persons between 1930 and 1955 
(Doane and London 1957), whereas, based on abstracts by 
Jelden (1977), approximately 2,500 persons graduated between 
1955 and 1977. 
Buffer (1979) stated: 
"The Ph.D. degree in industrial education is 
rapidly becoming a requirement for industrial 
arts teacher educators" (p. 298). 
In the Tenth Yearbook of the American Council on Industrial 
Arts Teacher Education (ACIATE), Kames and Lux (1961, pp. 
111-112) suggested that the doctorate degree program was 
necessary for those who planned to conduct research and 
whose responsibilities were in connection with the profes­
sional aspects of industrial arts education. 
An examination of recent vacancy announcements of 
industrial education faculty positions reveals that the 
majority of positions require that the applicant have a 
doctorate degree. Most of the other positions preferred 
that the applicant be willing to pursue the doctorate degree. 
Thus, it becomes apparent that the doctorate degree in 
industrial education is becoming the educational criterion 
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for employment for those whose primary responsibility will 
involve teaching laboratory and professional courses in 
higher education. In view of this criterion, more industrial 
education educators have earned or are now pursuing the 
doctorate degree. 
According to Buffer (1979), Ph.D. program patterns in 
industrial education are varied. Most of the course work is 
in the professional areas of curriculum, philosophy, history, 
administration and supervision; research methodology and 
statistics, related education areas, and non-related educa­
tion areas outside the college of education. Some programs 
are highly prescriptive and do not allow much latitude for 
the selection of major or minor areas of concentration. How­
ever, other programs are individually designed through the 
cooperative efforts of the candidates and their advisors. 
Graduate education has played a vital role in the evolu­
tion and status of industrial arts education as a developing 
field of study. During the late 1950s and early 1960s, a 
confluence of events contributed to the expansion of graduate 
education: 
Financial opportunities for graduate students 
expanded 
Enrollment grew at record rates 
Faculty salaries and fringe benefits improved; and 
The social significance of the highly educated 
became much greater (Dresch, 1974). 
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The professional preparation of industrial arts teachers 
and teacher educators has progressed from the janitor-crafts­
man level, to the formal training certification program 
(less than baccalaureate) of the normal schools, to the 
baccalaureate degree, master's degree and finally, the 
highest academic degree available - the doctorate. 
Graduate education is universally accepted as the primary 
means for preparing teachers, scholars, and researchers. It 
is hoped that educators v/Lll contribute to the knowledge base 
of their disciplines through continuing research development 
and professional practice, as well as through teaching others. 
The increased knowledge and experiences gained from an 
earned doctorate degree, program in industrial education 
contributes to one's general self-improvement and to one's 
impact upon socio-economic conditions. However, the nature 
of this impact is directly related to the individual's 
satisfaction or dissatisfaction with subsequent employment 
and professional experiences. 
It is probable that one who is more satisfied with one's 
employment and professional experiences is more productive 
than dissatisfied colleagues. It is also probable that one 
who is satisfied with employment is more likely to develop 
harmonious socio-economic relationships, e.g., with students, 
colleagues, subordinates, supervisors, and administrators. 
It is natural to question the contribution of work to 
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life in general. Some things are obvious; jobs provide 
economic stability, which allows for non-work enjoyment and 
long-range planning unrelated to occupational goals. A less 
obvious question might be whether the very act of working 
adds to or detracts from the life experiences of an 
individual. 
People tend to seek satisfaction of many of their basic 
needs through their occupational activities. These needs may 
extend from the basic requirements for food, shelter, cloth­
ing and affection, to the intense drives that some people 
have for self-actualization, power, and understanding. 
Ann Roe (1956) and Donald Super (1957), organizational 
psychologists, suggest that a person's satisfaction is also 
conditioned by the nature of their occupational activities. 
There is probably no other single activity that consis­
tently demands as much physically, emotionally and cognitively 
as work. It occupies most of our waking hours. Consequently, 
work provides an enormous array of stimulus elements to which 
we respond daily (Landy and Trumbo, 1980). 
In our society, it is a truism that one's occupation 
largely determines one's way of life. The occupation 
significantly influences everyday matters as where one lives, 
what one eats, how one brings up the children, how one 
dresses, how one spends leisure time, how one regards society 
and is regarded by society, and how happy one is. The 
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occupation is a primary determiner of an individual's economic 
status, social status, self-identity, and overall life satis­
faction (Dawis and Lofquist, 1981). 
Research in the area of job satisfaction has been and is 
presently being conducted in various academic disciplines with 
considerable emphasis noted in psychology, business and soci­
ology. In the United States, job satisfaction and dissatis­
faction has been the subject of more than 3,350 articles, 
books and dissertations (Locke, 1976). Yet, there remains much 
dissatisfaction with the progress that has been made in under­
standing job satisfaction. While the concept of job satisfac­
tion, its causes and effects have been studied extensively in 
the industrial segment of our culture, few studies have been 
conducted on the variables that influence the attitudes of 
graduates of higher education programs toward their occupa­
tional activities, and the job satisfaction and dissatis­
faction associated with these variables. 
For college and university graduates, the greatest volume 
of research in the area of job satisfaction seems to relate to 
faculty as opposed to non-faculty occupations. 
This study was conducted to identify the primary job 
satisfaction of doctoral graduates of industrial education 
programs. Specifically, the study will investigate the 
importance these graduates place upon their professional role 
activities, work environment (conditions), departmental 
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supervision, and relationship with their colleagues. These 
doctoral graduates may be employed in education or related 
occupations in industry. 
Statement of the Problem 
The central focus of this study is to investigate the 
professional assignments of industrial education doctoral 
recipients, in relation to the degree of job satisfaction, 
from selected universities over a ten-year period. 
Purpose of the Study 
The purpose of this study is to compare and analyze the 
employment status of doctoral degree graduates of industrial 
education in relation to their professional training, experi­
ence and their perceived degree of job satisfaction. Specifi­
cally, the study will: 
1. Compare and analyze the degree of job satisfaction 
2. Investigate the personal characteristics which 
correlate with job satisfaction 
3. Expand on the existing body of knowledge of 
graduate programs in industrial education in 
relation to job satisfaction 
4. Make recommendations which may influence industrial 
education curricula construction 
5. Study factors and make recommendations which may 
influence graduate students' educational and career 
decision-making, and graduate advising. 
9 
Need for the Study 
The harsh reality of today's labor market is a rude 
awakening to many graduates of the nation's institutions of 
higher education. Although, on the whole, the ranks of 
higher education lead to higher salaries, higher status, and 
more challenging work, the doctoral degree does not guarantee 
commensurate employment or career success. 
In view of the poor economic conditions of the nation, 
with record unemployment rates in all segments, at all 
levels, and legislative constraints on educational budgetary 
appropriations, doctoral degree recipients need to have 
realistic expectations of the employment and placement 
opportunities available to them upon completion of their 
degree programs. 
Because of the nation's economy, many doctoral graduates 
of this decade are entering einploynient settings that are 
constrained by limitations on financial, personnel and 
facility resources. These limitations result in inadequate 
salaries, limited advancement opportunities, job insecurity, 
and, in some cases, unemployment. 
Realistic estimates of the need for doctoral graduates 
are usually difficult to obtain. Since many industrial 
education departments have added doctoral programs within 
the decade of 1972 to 1982, the student capacity of programs 
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has rapidly increased; and the total number of doctoral 
graduates has also increased. Therefore, the need exists to 
provide a realistic outlook of employment opportunities 
available to doctoral graduates, as well as, the perceived 
satisfaction of doctoral recipients with their current jobs. 
The increased number of doctoral graduates has resulted 
in a surplus of professionals with doctoral degrees, and 
this raises issues with respect to curriculum and career 
choices that have not heretofore been of major concern at 
higher occupational levels. Consider for example, college 
teaching, which traditionally absorbs a large proportion of 
new Ph.D.s, especially in the humanities, arts, and social 
sciences. In the 1980s, when college enrollments are 
expected to decline, Cartter (1971), as well as Wolfe and 
Kidd (1972), project serious difficulties in bringing young 
Ph.D.s into academic employment. Stewart (1972) states 
that as the number of faculty positions decreases, existing 
positions will be filled increasingly by tenured staff. If 
new doctoral graduates are confronted with an oversaturated 
academic labor market, they may resort to underemployment, 
or employment non-related to their degrees; thus increasing 
the probability of job dissatisfaction. 
There are currently fewer positions open to new doctoral 
graduates, and the academic labor market during the next 
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quarter century promises to be chronically depressed. The 
level of hiring is projected to decline during the 1980s, 
bottoming out in 1985-86. The most optimistic projection 
of doctorate hiring up to 1995 is 155,000 people, or an 
average of 7,750 people a year (Fernandez, 1980). 
It is important, therefore, to keep abreast of place­
ment options outside of academia that offer satisfying 
employment alternatives to recent doctoral graduates. These 
situations invariably influence students' choice of curricu­
lum. In the long run, if doctoral graduates do not secure 
satisfying jobs, students will not choose the curriculum 
option. 
It is speculated that a more realistic employment 
outlook can be provided by doctoral recipients who graduated 
during the decade of 1972-82 through information pertaining 
to their present employment statuses. In addition, feedback 
from these doctoral graduates will provide program planners, 
as well as current and future graduate students, with an 
updated consensus of the outcomes of earning a doctoral 
degree in industrial education, and their derived job 
satisfaction. 
It is essential to continuous growth in the field of 
industrial education that job satisfaction of its doctoral 
graduates remains a prioritized concern. 
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Questions of the Study 
The following descriptive questions provided direction 
for this study: 
1. Does the age of the respondent affect the degree of job 
satisfaction? 
2. Does the sex of the respondent affect the degree of job 
satisfaction? 
3. Does the ethnic group of the respondent affect the 
degree of job satisfaction? 
4. Does the marital status of the respondent affect the 
degree of job satisfaction? 
5. Is there a relationship between the rank/position of the 
respondent and job satisfaction? 
6. Does the number of years of employment (seniority) affect 
the degree of job satisfaction? 
7. Is there a relationship between the salary of the respon­
dent and the degree of job satisfaction? 
8. Is there a relationship between the amount of responsi­
bility of the respondent and the degree of job satisfac­
tion? 
9. Is there a relationship between the type of work itself 
and the degree of job satisfaction of the respondent? 
10. Does supervision affect the degree of job satisfaction 
of the respondent? 
11. Does job security affect the degree of job satisfaction 
of the respondent? 
12. Is there a relationship between advancement/promotion 
and job satisfaction? 
13. Does employment that is directly related to the doctoral 
degree preparation affect the degree of job satisfaction? 
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Research Questions 
The following research questions formed the basis for 
this study: 
1. Have career decisions of doctoral graduates changed 
because of the declining opportunities for academic 
employment? 
2. Do the following characteristics: age, sex, education, 
income, ethnic group, and marital status influence job 
satisfaction of industrial education doctoral graduates? 
3. Have the current economic conditions of the U. S. had an 
effect upon the employment and career expectations of 
doctoral graduates? 
4. Is there a consensus on factors that increase employment 
(job) satisfaction among graduates? 
5. Is there a relationship between job satisfaction and 
importance of job activities/facets? 
Assumptions of the Study 
This study was undertaken with the following assumptions; 
1. The size of the sample was large enough to represent 
the population. 
2. The data collection instrument would adequately 
sample information relative to testing the hypotheses 
of the study. 
3. Industrial education doctoral graduates of the ten-
year period of 1972-1982 would provide the most 
realistic view of job satisfaction during the period 
of employment decline being investigated. 
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Delimitations of the Study 
1. The study was limited to doctoral graduates of industrial 
education and/or industrial vocational-technical education 
who completed degree requirements between 1972 and 1982. 
2. The study was limited to graduates of eighteen selected 
universities in the United States. 
3. The study was limited to doctoral graduates employed in 
education and industry. 
4. The questionnaire was developed specifically for this 
study by the researcher using two previously validated 
instruments; the National Job Satisfaction Survey and 
the Minnesota Satisfaction Questionnaire. 
Procedures of the Study 
1. The topic for the proposal was selected and discussed 
with graduate committee members. 
2. An ERIC search was run to complete the review of litera­
ture related to graduate education and job satisfaction. 
3. A list of universities that offer the doctorate in 
industrial education was drawn from the 1982-83 edition 
of the Industrial Teacher Education Directory. 
5. A letter requesting the names and addresses of doctoral 
degree recipients who graduated between 1972 and 1982 
was written to 25 department heads, chairpersons, and 
acting heads of industrial education departments that 
offer the doctoral degree. Eighteen institutions 
returned the requested lists of their doctoral graduates. 
6. The questionnaire was reviewed by selected professors 
and appropriate revisions made. 
7. The questionnaire, along with a cover letter, was mailed 
to the population sample. 
8. Data from the questionnaires were analyzed; findings, 
conclusions and recommendations were presented. 
9. Research results will be prepared for publication. 
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Definition of Terms 
The purpose of this section is to acquaint the reader 
with terms that are frequently used throughout the study. 
Industrial Education: includes all educational activities 
that are concerned with modem industry and crafts, their raw 
materials, products, machines, personnel and problems. It, 
therefore, includes both industrial arts and vocational indus­
trial education (Friese and Williams, 1966, p. 7). 
Follow-up : A survey to determine what occupations the 
doctoral graduates have entered or pursued over a span of time 
and to obtain their attitudes and perceptions of how effective 
their programs of study were in relationship to their actual 
employment needs and overall job satisfaction. 
Consensus : is defined as having no significant differ­
ences in the ratings of variables among the respondents. 
Job Satisfaction: includes the intrinsic, extrinsic and 
general satisfaction. It is the pleasurable emotional state 
resulting from the perception of one's job as fulfilling or 
allowing the fulfillment of one's important job values, 
providing these values are compatible with one's needs (Locke, 
1976, p. 1342). (Synonymous with job attitude in literature.) 
Intrinsic satisfaction: a dimension of job satisfaction 
comprised of work facets that are a function of the work (e.g., 
non-monetary rewards received for effective work). 
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Extrinsic Satisfaction: a dimension of job satisfaction 
comprised of work facets that are a function of the environ­
ment of work (e.g., salary). 
General/Overall Satisfaction: The objective rating given 
by a respondent of his/her total individual satisfaction with 
the present position. 
Socio-economic : refers to the level indicating both the 
social and economic status of an individual or group. 
Academic Employment.: employment in institutions of 
education or education affiliated institutions. 
Education: refers to all schools, colleges, universities, 
or school/education affiliated institutions where graduates 
may be employed (including local, state and national education 
agencies). 
Industry: A societal institution that develops and uses 
technology in conjunction with human and natural resources to 
produce goods and services to meet the needs and desires of 
society. For purposes of this research, all institutions of 
this type are considered non-education institutions and may 
be referred to as industry or industry affiliated. 
Salary : The amount stated in one's contract for all 
sequences of events in which monetary compensation is expected. 
Opportunity for academic employment : Jobs available in 
education institutions, as perceived by the respondents. 
Work/Occupation Activities: refer to all the activities 
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or facets considered to be a responsibility of one's job. 
(Work, occupation, and job may be used synonymously in the 
review of literature.) 
Summary 
The purpose of this study is to contribute to the present 
knowledge base of information pertaining to the nature of job 
satisfaction, and to analyze the primary job satisfaction of 
industrial education doctoral recipients. 
This chapter presented an introduction to the research 
problem which included background information, the problem 
statement, purpose of the study, need for the study, descrip­
tive and research questions. In addition, assumptions, 
delimitations, procedures and definitions of the study were 
presented. 
The remainder of this study is organized as follows : 
Chapter II reviews the literature of research findings con­
sidered most pertinent to this study. Chapter III presents 
a detailed explanation of the procedures to be used for data 
collection, sample selection, and analysis of the data. 
Chapter IV presents the analysis of the data and the statis­
tical treatment of these data in both descriptive and tabular 
forms. Finally, Chapter V contains a summarization of find­
ings and results of the study, along with conclusions and 
recommendations for further research. 
18 
CHAPTER II: REVIEW OF LITERATURE 
Introduction 
Americans spend almost half of their waking hours on the 
job. Their quality of life is dramatically influenced by the 
nature of their jobs. Basic self-perceptions and self-esteem 
of employees are altered by their reactions to their jobs. To 
many, the job is one of the key elements of their lives. 
For millions of Americans, their job is the least 
rewarding aspect of life. The hours spent at work are more 
likely to be hours of endurance than enjoyment. A sense of 
personal satisfaction and achievement is more likely to be 
associated with their lives outside work than within it (Weir, 
1976) . 
It is, indeed, important to expand the understanding of 
employees' reactions (satisfaction) to their jobs. Improve­
ment in the quality of worklife is directly dependent upon 
understanding factors that contribute to job satisfaction. 
Based upon this knowledge, there has been a gradually 
increasing awareness of the importance of job satisfaction. 
As a result of this awareness, there has been an enormous 
output of studies on the nature, causes and correlates of job 
satisfaction. Today, job satisfaction remains the most 
commonly studied topic related to work. 
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Early Job Satisfaction Studies 
Initially, those who studied job satisfaction sought to 
relate it to productivity. Such research tended to have 
industrial sponsors who sought improved productivity as a 
direct growth of the research. As was often the case, 
immediate results did not occur. In general, such research 
produced weak or mixed findings on the relationship between 
job satisfaction and productivity (Vroom 1964; Ronan 1970; 
Katzell and Yankelovick, 1975). 
For over fifty years, job satisfaction has been the focus 
of repeated study. Early studies included Levenstein, 1912, 
cited in Hoppock (1935), who surveyed job satisfaction among 
German workers; Munsterberg, 1913, cited in Dawis and Lofquist 
(1981), who found that not all workers were dissatisfied with 
monotonous, repetitive jobs, and Fryer (1926), who in studying 
the relationship of job satisfaction to the variables of age, 
marital status, education and religion, found no significant 
relationship in a sample of male applicants for commercial 
jobs. Several years later, Thorndike (1934) reported low 
correlations between aptitude test scores and job satisfaction. 
The Hoppock study 
The Hawthorne studies began a move toward a consideration 
of both individual and group differences in job satisfaction. 
Although Hoppock's job satisfaction study (1935) was the first 
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really comprehensive treatment of the topic, Hoppock could 
already point to and review thirty-two prior studies of job 
satisfaction. In his series of studies, Hoppock observed 
that there were more satisfied workers than he had expected 
to find. For example, at least two-thirds of all the workers 
he surveyed in the community of New Hope, Pennsylvania were 
satisfied. In his survey, he asked two questions: (1) On 
an absolute level, are workers in New Hope happy? (2) On a 
relative level, are workers in some occupations happier than 
others? The answer to the second questions seemed to be yes. 
Only twelve percent of the 309 workers could be classified as 
dissatisfied. The answer to the second question was, again, 
yes. Different levels of satisfaction are related to 
different occupational levels, with the highest occupational 
levels reporting higher levels of satisfaction and a wide 
variation of satisfaction within each occupational level 
(Landy and Trumbo, 1980). 
These findings have partially been attributed to the 
depression period. Hoppock also found that higher job 
satisfaction for a group of teachers seemed to be associated 
with better mental health, better human relations, more 
favorable family social status, age (older teachers were more 
satisfied), having religious beliefs, feelings of success, 
and working in a larger community. According to Hoppock, job 
satisfaction was related to sex (males were more satisfied), 
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as well as occupational level (workers were more satisfied as 
job level progressed from unskilled manual to professional; 
managerial and executive), and age (older workeres were more 
satisfied). 
The Hawthorne studies 
Perhaps the best known early job satisfaction research is 
represented by the Hawthorne studies (Roethlisberger and 
Dickson,1939) conducted by Elton Mayo and associates during 
the late 1920s and early 1930s. The Hawthorne studies 
documented the effect of worker attitude on worker behavior. 
These studies have been credited with stimulating research 
into the causes of job satisfaction and dissatisfaction. 
Even though the studies have been criticized in recent years, 
their results were interpreted as demonstrating the need to 
change the focus in work from economic incentives to human 
relationships, as exemplified in the work of Taylor (1911). 
The major motivational assumption of the approach used by 
Taylor was that individual workers valued economic incentives, 
would be willing to work hard for monetary rewards, and 
valued money more than any other reward. The Hawthorne 
studies represent a breakthrough both in understanding the 
nature of work behavior and the process of field experimenta­
tion. As viewed in the Hawthorne studies, job satisfaction 
was determined more by work group and the supervisor than by 
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pay, fringe benefits, and physical working conditions. 
Work Motivation and Need Satisfaction Theories 
The Schaffer study 
Hoppock's initial approach to the study of job satisfac­
tion suggested that certain variables outside the individual 
worker affected levels of satisfaction - variables such as 
occupational group. In contrast, Schaffer (1953) was a pioneer 
in the study of the relation of need satisfaction to job 
satisfaction. According to Schaffer, in any situation, the 
amount of dissatisfaction generated is determined by the 
strength of the individual's needs or drives and the extent 
to which the individual can perceive and use opportunities in 
the situation to satisfy those needs. 
Schaffer emphasized variables within the individual as 
contributing to satisfaction and dissatisfaction. He felt 
that there was some psychological "set" or mechanism that 
operated to make people satisfied or dissatisfied with work. 
When certain needs of the individual were not fulfilled, 
tension was created, the amount of tension being directly 
related to the strength of the unfulfilled need. 
Schaffer determined that the overall job satisfaction of 
an individual could be predicted from information concerning 
only the first two most important needs of the individual. 
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If the individual's two most important needs were being 
satisfied by the job, overall job satisfaction resulted; if 
the two most important needs were not being satisfied, then 
overall dissatisfaction was reported. 
Maslow's Need Hierarchy 
Maslow's theory (1954) is by far, the most popular and 
well known of the need-hierarchy class. Maslow's need theory 
was selected as a topic of discussion because it emphasizes 
the idea of the "hierarchial" ordering of needs, and is based 
on human motivation. According to Mas low, individuals have 
five basic sets of needs: 
1. Physiological needs (food, water, sleep, shelter) 
2. Safety needs (secure environment, free of danger) 
3. Love needs (belonging, acceptance by peers) 
4. Esteem needs (egoistic, personal worth) 
5. Self-actualization (self-fulfillment, reaching one's 
own unique potential) 
The most basic unsatisfied need at any given time is 
considered to be the most important. Individuals will always 
strive to satisfy basic needs before higher-order needs. 
Therefore, the lowest level needs (physiological needs), if 
unfulfilled, become the most important. Furthermore, 
individuals will move up the hierarchy in a very systematic 
manner, satisfying first the physiological needs, then the 
safety needs, and so on. 
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PHYSIOLOGICAL NEEDS 
Figure 1. Maslow's Hierarchy of Needs 
When the concern is motivating employees, this theory 
suggests that it is essential to know what needs the 
individual is trying to satisfy. It implies that an 
individual will instigate, direct and sustain activities 
to satisfy certain needs. 
Vroom's Expectancy Theory 
Other research into the topic of work motivation includes 
Vroom's (1964) Valence-Instrumentality Expectancy Theory (VIE) 
adapted from Lewin (1951). 'Vroom's theory focuses on per­
formance and work behavior, however, it is significant for 
understanding job satisfaction. The theory proposes that an 
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individual is motivated by a preference for one or a number of 
anticipated outcomes. These anticipated outcomes are the 
result of psychological events which accompany the behavior 
required to achieve the outcomes. 
The Valence-Instrumentality Expectancy Theory proposes 
that satisfaction is 
the "product or valence (value to the individual) 
of outcomes (such as income or high social status), 
and the perceived instrumentality (effectiveness) 
of the job in producing these outcomes." 
The theory predicts that a worker will be satisfied if the 
expected effectiveness of the job in producing a valued 
outcome is realized. 
Vroom (1964) summarizes the VIE model as follows: 
The strength of a person's desire or aversion 
for outcomes is based not on their intrinsic 
properties, but on the anticipated satisfaction 
or dissatisfaction associated with other outcomes 
to which they are expected to lead (pp. 15-16). 
Other major theories or models of job satisfaction 
include those by (Katzell, 1964; Adams, 1965; Lofquist and 
Dawis, 1969; and Locke, 1976). 
Katzell (1964) regards dissatisfaction as the result of 
the discrepancy between the amount of an experienced stimulus 
and how that stimulus is valued. Value, according to Katzell, 
is the magnitude of a stimulus which evokes the most pleasur­
able effect. 
Similarly, Locke (1976) considers that job satisfaction 
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results from the perception that the job fulfills (or allows 
the fulfillment of) the individual's important job values, 
providing that the values are congruent with the individual's 
needs. Locke distinguishes between needs or objective 
requirements for survival and well being, and those things 
consciously or subconsciously desired. Locke points out that 
needs and values can be in conflict, despite the fact that 
the ultimate biological function of values is to direct 
actions and choices in order to satisfy needs. 
In contrast, Adams (1965) suggested that satisfaction is 
a result of an individual's perceived input/outcome balance. 
Satisfaction results when the individual perceives equity in 
his/her work and the rewards that are received. Dissatisfac­
tion results when perceived inequity exists in the input/out­
come balance, e.g. over-reward, or under-reward. 
Adams' Equity Theory 
Adams' Equity Theory, more simply stated, points out the 
importance of the process of making social comparisons in 
determining job satisfaction. This theory compares one's 
individual ratio of outcomes-to-inputs with that of another 
individual. If individuals perceive their efforts are 
equivalent to those of another, but the other's outcomes 
are more favorable, then they may feel a sense of inequity 
or dissatisfaction. This theory has been applied primarily 
27 
to studies of satisfaction with pay (Patchen 1961; Pritchard, 
Dunnette and Jorgenson, 1972). 
Lofquist and Dawis (1969) view satisfaction as a function 
of the correspondence between the reinforcer system of the 
environment and the individual * s needs, provided that 
individual's abilities correspond with the ability require­
ments of the work environment. Satisfaction represents the 
workers' appraisal of the extent to which the work environment 
fulfills their requirements (Dawis, Lofquist and Weiss, 1968). 
This is the person/environment fit model as discussed by 
Billings in Gray et al. (1978). 
Smith, Kendall, and Hulin (1969) view job satisfaction as 
resulting from the perception of the difference between what 
is expected as fair and reasonable return and what is 
experienced, in relation to the available alternatives. 
Billings, in Gray et al. (1978), lists the most commonly 
used job components as follows: work itself, pay, promotion, 
recognition, working conditions, supervision, coworkers, 
and company policies. For each component of the job, the 
employees judge what they should be and are receiving, 
feel satisfied or dissatisfied as a result, and combine their 
evaluation across all components to determine overall satis­
faction. 
Several researchers have approached job satisfaction from 
the point of view of individual motivation or "satisfiers" of 
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individual needs. Roe (1956), in the Psychology of Occupa­
tions, stressed the role of occupations in the satisfaction 
of individual needs. Roe subscribed to Maslow's (1943, 1954) 
need theory of human motivation. According to Roe, employ­
ment satisfies human needs at all levels of Maslow's 
hierarchy of needs, from the most basic physiological safety 
needs to the higher order need for self-actualization. 
Two Factor Theory 
Hertzberg and his colleagues were also influenced by 
Maslow's theory. Hertzberg et al. (1959) advanced the two-
factor theory of job satisfaction. They conducted a study 
of 203 accountants and engineers in the Pittsburgh area and 
concluded that certain factors related to feelings about 
the job. 
The Hertzberg theory posits two sets of factors in the 
work setting: a set of motivators or satisfiers (such as 
work itself, achievement, promotion, recognition, and 
responsibility) related only to job satisfaction, and a 
second set called hygiene factors or dissatisfiers (such as 
supervision, interpersonal relations, working conditions, 
compensation, and company policies and practices) related 
only to dissatisfaction. 
Results and conclusions drawn from this study are 
referred to as the "Two-Factor Theory" of motivation or the 
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"Motivator-Hygiene Theory." The basic propositions of the 
theory are straight-forward: 
1. All individuals have two sets of needs. One set 
called, "hygiene" needs and a second set called 
"motivators." Hygiene needs are related to the 
physical and psychological environment of the job. 
These needs would be met by such persons or things 
as coworkers, supervisors, working conditions, and 
company policies. "Motivators," relate to the 
nature and challenge of the work itself and would 
be met by such things as job duties and responsi­
bilities of the job. 
2. When hygiene needs are not met, the individual is 
dissatisfied. When hygiene needs are met, the 
individual is neither dissatisfied nor satisfied. 
3. When motivator needs are not met, the individual is 
not satisfied, nor dissatisfied. However, when 
these needs are met, the individual is satisfied. 
Although recently researchers have questioned the divi­
sion of these components into satisfiers and dissatisfiers, 
Hertzberg's work has stimulated much research on the com­
ponents of job satisfaction. Figure 2 graphically depicts 
this relationship. Increasing amounts of hygiene factors 
will bring a person from a state of dissatisfaction to a 
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neutral point. Increasing the 
a person from a neutral point 
(Landy and Trumbo, 1980). 
motivator factors will bring 
to a state of satisfaction 
Job 
Satisfaction Motivator Factors 
Neutral 
Hygiene 
Factors 
Job 
Dissatisfaction 
Low Reward High Reward 
2. The effects of motivator and hygiene 
factors on job satisfaction (Landy 
and Trumbo, 1980, p. 329). 
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Numerous studies have attempted to either refute or 
support Hertzberg's Two-Factor theory and gain additional 
information pertaining to the intrinsic and extrinsic nature 
of occupational role and job satisfaction. Hertzberg's theory 
proposes that these two classes of factors are distinct. 
Intrinsic factors (motivators) primarily affect job satisfac­
tion, while extrinsic factors (hygiene) affect job dissatis­
faction. 
According to Straw (1976), extrinsic rewards are the 
outcome rewards in general - pay fringe benefits, and working 
conditions. Intrinsic rewards are more intangible; they might 
include growth on the job, esteem, and the interest or curi­
osity that a job may offer. Intrinsic rewards are intimately 
related to the nature of the work, whereas, extrinsic rewards 
are related to the context and material aspects of the work 
itself. 
Wemimont (1966) analyzed five of Hertzberg's intrinsic 
job-content dimensions (achievement, responsibility, recogni­
tion, work itself, and advancement) and five of his extrinsic 
job-context dimensions (salary, supervision, company policy, 
working conditions, and relations with co-workers). The 
samples used in Wemimont's study were comprised of 82 
engineers and 50 accountants. Wemimont concluded that both 
samples endorsed more intrinsic job-content dimensions for 
describing both the satisfying and dissatisfying job facets. 
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This study, therefore, refuted Hertzberg's Two-Factor theory 
of job satisfaction in that both intrinsic and extrinsic 
dimensions can be the sources of both satisfaction and 
dissatisfaction. Wemimont concluded the following: 
Satisfaction with the job can be due to high 
levels of satisfaction with intrinsic factors 
and dissatisfaction can be due to low levels 
of satisfaction with intrinsic factors. 
Extrinsic factors cause both satisfaction 
and dissatisfaction less readily than do 
intrinsic factors (p. 50). 
Ott (1965) concluded in his study of 350 telephone 
operators that the sources of job satisfaction and dissatis­
faction are not independent, thus again, disconfirming 
Hertzberg's theory. 
Halpem (1965) , after comparing the content dimensions 
of achievement, responsibility, advancement, and work itself 
with the context dimensions of company policy, supervision, 
interpersonal relations, and working conditions, concluded 
that : 
In spite of the fact that the samples were 
equally satisfied with both aspects of their 
jobs, it is the motivators - the factors 
related to personal success in work and 
individual growth, that are primarily 
related to job satisfaction (p. 5). 
In an attempt to refute Hertzberg's research, Charles 
Hulin and Patricia Smith (1967) conducted a study of 670 
office employees, supervisors, and executives. Their study 
partially supported the two-factor theory in that the values 
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for satisfaction with co-workers were significant. Satisfac­
tion with pay, promotion opportunities, policies, and work 
done were significantly related to satisfaction, dissatisfac­
tion, and a combination of satisfaction-dissatisfaction. 
Hulin and Smith (1967) offered these conclusions : 
The satisfier acted as both satisfier and 
dissatisfier.... No evidence was found 
that satisfaction and dissatisfaction 
are qualitatively different (p. 401). 
In the Hulin-Smith research, the values for satisfaction 
with co-workers supported the two-factor theory, as well as 
the traditional model of job satisfaction. The traditional 
model suggests that any variable in the job situation can be 
both a satisfier and dissatisfier, and that if the presence 
of a variable tends to make a job desirable, then the absence 
of that same variable can make a job undesirable. 
It seems apparent from the available literature that a 
major portion of the research successors of Hertzberg did not 
substantiate his two-factor theory. It would appear that job 
satisfaction and dissatisfaction are two qualitatively 
different dimensions, that findings of a majority of 
investigations do lend credence to the traditional model of 
job satisfaction, and that the Hertzberg's Two-Factor Theory 
remains a highly controversial topic. The simplicity of this 
theory has persuaded many to accept his views, and provoked 
others to attempts at refuting or disconfirming his views. 
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With the exception of some recent literature on job 
satisfaction as an indicator of the quality of life, most 
studies have relied either implicitly or explicitly on a 
need-satisfaction model. Basically, the need-satisfaction 
model assumes that individuals have stable needs that are 
identifiable and that jobs have stable and identifiable 
characteristics. However, some have argued that these 
assumptions are.questionable (Salancik. and Pjeffer, 1977). 
The most important problem with the model arises from its 
dual assumptions that needs are relatively stable across 
individuals and time, and that jobs have fixed characteris­
tics. These individual needs are derived from Maslow's work 
(1943, 1954) and has remained central to much of the need-
satisfaction research (Hopkins, 1983). 
Job Satisfaction and Individual Differences 
Job satisfaction and age 
Previous research consistently indicates that age is 
positively related to job satisfaction (Hertzberg, 1964); 
Rousseau, 1978; Weaver, 1980). Age is a very important 
factor for the individual and his/her job. As an individual 
ages, his/her likelihood of being satisfied is greater than 
at a younger age. This relationship may be the result of the 
individual adjusting to the increased difficulty of alterna­
tive employment or it may be that one's expectations alter 
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with maturity (Hopkins, 1983). 
Hertzberg et al. (1957) reviewed 23 studies on the topic 
of age and job satisfaction. In 17 of the 23 studies, a 
definite trend in the relationship between age and job satis­
faction was found. These researchers theorized that the 
relationship between age and satisfaction forms a U-shaped 
curve, indicating that satisfacation steadily declines with 
age to a certain point, and then increases with age. 
The following statement summarizes their findings: 
Morale is high among young workers. It 
tends to go down during the first few years 
of employment and remain at a relatively 
low level. The low point is reached when 
workers are in their middle and late 
twenties and early thirties. After this 
period, job morale begins to rise steadily 
with age. (pp. 5-6) 
Super (1951) studied a wide range of occupations. The 
subjects were members of various avocational groups. He 
reported that: 
1. Men who were between the ages of 20 and 24 had 
high job satisfaction 
2. Men in the 25 to 34 age bracket became dissatisfied 
with their jobs 
3. Men in the 35 to 44 age category had the highest 
level of job satisfaction 
4. Men between the ages of 45 and 54 experienced a 
decline in job satisfaction 
Benge and Capwe11 (1947), in a survey of confectionary 
factory workers, found a similar trend to that of Super. 
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They found that: workers under the age of 20 had high morale; 
workers between the ages of 20 and 29 had low morale; and 
morale increased as age increased after the age of 30. 
According to Heisler and Houck (1977), the best inter­
pretation of higher job satisfaction among older workers is 
probably in terms of gradual retrenchment of goals and 
aspirations. 
"Older workers are likely more satisfied 
because they have fewer expectations and 
they have come to terms with the limitations 
of their jobs." (p. 98) 
Several of the studies by Hertzberg et al. (1957) found 
no consistent trend between age and job satisfaction. Fryer 
(1926) studied the unemployed and found no consistent trends 
in job attitudes and increasing age. Thomdike (1934) and 
Kornhauser and Sharp (1932) failed to find consistent trends. 
Hulin and Smith (1965) found that age has a positive 
monotonie relationship to job satisfaction. However, a slight 
contrast was proposed by Saleh and Otis (1976). For mana­
gerial employees, they found that job satisfaction increased 
up to the age of sixty and then declined with approaching 
retirement. 
Sprague (1974), in her study of job satisfaction of 
university faculty, reported a positive relationship between 
age of the employee and job satisfaction. Earlier research 
findings in the North Carolina Community College System sup­
ported the relationship between job satisfaction and faculty 
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age (Rollins, 1973). Probe (1970) also reported a signifi­
cant relationship between teacher job satisfaction and age. 
Glenn, Taylor and Weaver (1977) found "beyond reasonable 
doubt" that older men and women are more satisfied than their 
younger co-workers with their jobs. They speculated that: 
Job satisfaction might tend to increase as 
workers grow older because the extrinsic 
rewards of work—including income, occupa­
tion, prestige, authority, and autonomy 
on the job, increase for many, although 
not all workers (p. 190). 
Several other studies (Back and Gergen, 1966; Meltzer, 
1965; and Robinson, 1969) have examined age for its role in 
work and job satisfaction and found that older workers: 
1. Are more satisfied with their jobs, have better 
attendance records, less turnover, and age more 
strongly identified with management and its 
policies 
2. Are less concerned with advancement and security; 
and 
3. Have a less positive attitude toward retirement, 
since work takes on more significance while spare 
time decreases in significance. 
Job satisfaction and sex 
The majority of studies on the relationship between job 
satisfaction and gender of the worker show no significant 
difference between the sexes in overall job satisfaction. 
However, traditional wisdom suggests that being female is 
positively related to job satisfaction while being non-white 
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may be inversely related. Women might be expected to be more 
satisfied with their jobs than men because their lower 
expectations are consistent with the female role in the home 
(Hopkins, 1983). It has also been found that sex differences 
exist on those work situation factors most related to job 
satisfaction (Miller, 1980). Hertzberg (1968) concluded that; 
In general, intrinsic aspects of the job 
appear to be more important to men than 
to women. (p. 72) 
A number of studies (Burke, 1966; Centers and Bugental, 1966; 
and Manhardt, 1972) contradict the conclusion reached by 
Hertzberg. 
Brayfield, Wells and Strate (1957) studied the relation­
ship between life and job satisfaction for females and males. 
They collected data from 41 males and 52 females employed in 
general office occupations and found the following: 
1. There was no significant relationship between 
life and job satisfaction for females. 
2. There was a significant relationship between 
life and job satisfaction for males. 
Centers and Bugental (1966) used a sample of employed 
adults representing a cross-section of urban areas to study 
the relationship between job satisfaction and gender of the 
worker. In their study, the subjects were asked to rate 
three extrinsic factors and three intrinsic factors as to 
their importance in the job. They found no general sex 
differences in the overall value of intrinsic or extrinsic 
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factors. They did, however, find that women placed a higher 
value on interpersonal relationships than men and that men 
placed a higher value on self-expression on the job. 
Burke (1966) studied male and female college students and 
their feelings toward job characteristics. The students were 
asked to rank the characteristics as to their importance to 
the job. The rankings included five intrinsic job factors 
and five extrinsic factors. Burke found that males and 
females have similar job preferences and that both groups 
ranked intrinsic factors as more important than extrinsic 
factors. 
Hulin and Smith (1965) gathered data from 295 male 
workers and 163 female workers in four different industrial 
plants. In three plants, the female workers were signifi­
cantly less satisfied than their male counterparts, while in 
the fourth plant there was no significant difference. 
Benge (1944) and Stockford and Kunze (1950) concluded 
that women are more satisfied than men, while Cole (1940) 
reported women to be less satisfied than men. 
In the area of job satisfaction with teaching, Chase 
(1951) reported women teachers to be more satisfied than men, 
while Peck (1936) concluded that women were more poorly 
adjusted than men teachers. In addition, if women were 
married, they faced a certain amount of role conflict which 
also affected their job satisfaction. 
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Robinson (1956) revealed that single women are more 
satisfied with their jobs than married women. Sports 
instructors, chemists, pharmacists, airline hostesses, home 
economists, and teachers were "female" employment categories 
evidenced as most satisfying. Later McAlister (1977) found 
pay and lack of advancement to be causes of dissatisfaction. 
Kavanagh and Halpem (1977) hypothesized that job and 
life satisfaction would positively relate for both males and 
females regardless of gender. Their findings contradicted an 
earlier study (Brayfield and Crockett, 1955). They found no 
significant difference between the sexes with regard to job 
or life satisfaction. They explained the contradiction by 
stating that the value system of women had changed during the 
1960s and 1970s, and that different samples were studied. 
Weaver (1977) conducted a comparison study of males and 
females to estimate the effects of 13 variables, e.g., race, 
sex, pay, etc., on job satisfaction. His sample consisted of 
three independently drawn national samples of workers. The 
sample was selected from a cross-section of full-time workers 
over the age of 18. Weaver found that the difference in sex 
had little influence on the other variables believed to 
affect job satisfaction. However, in a given situation where 
sexes were unequally affected by such variables as pay, then 
sex differences in satisfaction can be expected. 
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Job satisfaction and educational level 
As our society becomes increasingly complex and technical, 
more and more people with higher education will be brought 
into the work force. This trend has been evident over the 
past two decades in that there has been an increasing per­
centage of the total work force that can be classified as 
white collar. These jobs ordinarily require more education 
and training than the typical blue collar job. Moreover, the 
content of a large portion of the white collar job pool 
requires a high degree of technical training and competence 
(Gruneberg, 1976). 
The results of studies investigating the relationship 
between job satisfaction and educational level vary greatly 
in types of workers. Hertzberg et al. (1957) surveyed 13 
studies relating education to job attitudes. Of these 13 
studies, three studies showed an increase in morale among 
those with higher levels of education, another five reported 
that the higher the educational level of the worker, the 
lower the morale, and the remaining five showed no difference 
in job attitudes. 
Although Hertzberg (1964) reports mixed findings on the 
relationship between education and job satisfaction, there is 
some tendency for educational levels to be inversely related 
to job satisfaction. 
Williamson and Karras (1970) asked 34 female clerical 
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workers to rank ten job characteristics taken from 
Hertzberg's Two-Factor Theory. Findings indicated that the 
workers with a college education ranked motivators signifi­
cantly higher than the workers without a college education. 
In the educational institution, Varley (1973) reported 
that his study of 436 teachers in 14 metropolitan high 
schools revealed relative satisfaction among the teachers. 
Gordon and Arvey (1975) hypothesized that more educated 
workers will be less satisfied with job content factors than 
lesser educated workers. In their survey of clerical and 
managerial employees of leading building materials manu­
facturers, they found that satisfaction did not vary with 
educational level. They did, however, find that the better 
educated workers were less satisfied with the general way the 
organization was managed than were those with less education. 
In a national assessment of factors that contribute to 
job satisfaction of industrial arts teacher educators, 
Kaufman (1976) found that the one personal factor that 
correlated positively with perceived job satisfaction was 
the earned doctoral degree. 
Klein and Maher (1976) conducted a study of first-level 
managers in an electronics manufacturing population. They 
reported college educated managers to be less satisfied with 
pay than than non-college educated managers. England and 
Stein (1961) showed higher educational level to be positively 
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related to job satisfaction. 
Fedler (1982), in a survey of 300 professors, associate 
professors, and assistant professors, concluded that most of 
the respondents were satisfied with their jobs and were 
especially satisfied with (1) the freedom they were given to 
do their work, (2) their relationship with their colleagues 
and department chairpersons, (3) their teaching loads, and 
(4) their opportunities for professional growth. They were 
most dissatisfied with their physical working conditions, 
salaries, and the financial support provided for their 
research. 
According to Hopkins (1983), higher education levels tend 
to decrease the likelihood of job satisfaction. This presum­
ably results from the impact of increased education heighten­
ing job expectations. 
Some contrary evidence comes from a recent study of over 
four thousand employees by Weaver (1980), which found a 
positive relationship between education and job satisfaction. 
As indicated by Weaver, workers are most satisfied with jobs 
that require a high level of education and skills, that 
provide status, variety, autonomy and high salaries. 
Job satisfaction and income 
One of the most frequently studied determinants of job 
satisfaction is the level of income. Despite considerable 
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attention, the literature evidences somewhat mixed findings 
about its importance (Kahn, 1972, p. 190). When people are 
asked to rank order aspects of their work as it relates to 
satisfaction, wages tend to be the middle of the listing 
(Vroom, 1964). Hoppock found income unrelated to job satis­
faction. Hertzberg (1968), pursuing his notion of separate 
satisfiers and dissatisfiers, reports that while inadequate 
salaries may promote dissatisfaction, high salaries will not 
lead to satisfaction. Other studies report positive relation­
ships between pay and job satisfaction, but fairly low corre­
lations (Seashore and Taber, 1975, p. 350). 
Hertzberg et al. (1957) found wages to be less important 
than job factors such as security, opportunities for advance­
ment, and company management. They also found wages to be 
more important than supervision, working conditions, and 
benefits. Based upon their findings, they concluded: 
It would seem that as an affactor of job 
attitudes, salary has more potency as a 
job dissatisfier than satisfier. (p. 82) 
Patchen (1961) assumed that wages were a problem of social 
comparison because workers compare their earnings with the 
wages of others. He found that it is not the absolute wage 
which affects satisfaction, but the relative wage level. For 
example, if a person compared his/her earnings with another 
who was earning a higher wage by performing similar work; it 
would be expected that dissatisfaction would occur. 
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Lawler and Porter (1967) found the level of income to be 
positively correlated with job satisfaction while holding 
occupational level constant. Smith and Kendall (1963) found 
a correlation of +.78 between mean annual earnings of men in 
21 plants and mean satisfaction scores from! the Job Descrip­
tive Index. Within plants, they found the correlations to 
range from +.46 to -.16. 
Nord (1977) reported that job satisfaction steadily 
increases with income. Based upon a study conducted by the 
Conference Board, he reported the following: 
1. Thirteen percent of the families surveyed in 
the $5000 income range expressed high job 
satisfaction. 
2. Twenty-seven percent of the families in the 
$10,000 to $15,000 income range reported high 
job satisfaction. 
3. Thirty-nine percent of the families in the 
income range over $25,000 reported high job 
satisfaction. 
Job satisfaction and occupational level 
Occupational level, the most frequentlv studied of the 
demographic variables, has been found to be positively 
related to job satisfaction (Litterer, 1965, pp. 66-81; 
Hoppock, 1935). Hertzberg et al. (1957) found in seventeen 
of eighteen studies that occupational status was positively 
related to job satisfaction. 
In another survey of the job satisfaction literature, 
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Vroom (1964) noted that consistently occupational status is 
positively related to job satisfaction. This is to be 
expected because higher status jobs generally carry with 
them greater job freedom, wider responsibilities, and 
greater variety, all of which have been found to promote 
greater job satisfaction (Hopkins, 1983). 
Centers and Bugental (1966) examined occupational level 
and job satisfaction by conducting person to person inter­
views with 692 employees selected from a cross-section of 
greater Los Angeles, California. These authors attempted to 
determine whether blue collar workers derived satisfaction 
from aspects of the work situation different from those of 
white collar workers. 
The respondents were asked to rank order a list of 
intrinsic and extrinsic job dimensions according to importance 
in keeping them on their present job. 
Centers and Bugental found that job satisfaction 
correlated with occupational level. The intrinsic job 
dimensions (e.g., the work is interesting, work gives me a 
feeling of satisfaction) were more important to white collar 
workers than blue collar workers. In contrast, blue collar 
workers place greater value on extrinsic job dimensions as 
sources of their satisfaction. 
The cross-sectional survey included the following 
employee classifications; (1) professional-managerial, 
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(2) clerical and sales, (3) skilled, (4) semi-skilled, and 
(5) unskilled. The work facet, "security," varied most in 
importance between occupational levels, ranging from very low 
importance in professional-managerial occupations to high 
importance among semi-skilled and unskilled workers. Salary 
was the most important job facet at all occupational levels, 
except professional-managerial occupations. At the profes­
sional-managerial level, the intrinsic dimensions (opportunity 
for self expression, and interest value of work) were most 
important. 
Satisfaction with intrinsic dimensions decreased from 
higher level to lower white collar jobs, remained constant 
for lower level white collar jobs and higher level blue collar 
jobs, then decreased again in lower level blue collar jobs. 
Centers and Bugental interpreted these results on need bases: 
Individuals in lower-level occupations are 
more likely to be motivated by lower order 
needs (pay, security) because these are not 
sufficiently gratified to allow higher 
order needs (the self-fulfillment possible 
in the job itself) to become prepotent 
(p. 197). 
Kavanagh and Halpern (1977) found that the magnitude of 
life satisfaction and job satisfaction does not significantly 
increase with higher level jobs. 
Lynd and Lynd (1937) characterized the crucial importance 
of job satisfaction to occupational status. Suggesting that 
occupational level is a social indicator, Lynd and Lynd 
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offered the following position: 
One's job is the waterstream down which the 
rest of one's life tends to flow. . . . VJho one 
is, whom one knows, how one lives, what one 
aspires to be—these and many other urgent 
realities of living are patterned for one by 
what one does to get a living and the amount 
of living this allows one to buy. 
Numerous other studies have repeatedly found a surfeit 
of evidence for a positive relationship between prestige, 
status or occupational level of a job and general job satis­
faction. Blauner (1960), Gurin et al. (1960), Kahn (1972), 
Komhauser (1965) , Langner and Michael (1963) , Porter and 
Lawler (1965), Quinn et al (1971), Robinson (1969), Vroom 
(1964 and 1969), Wilensky (1964) and Zander and Quinn (1962) 
all investigated the relationship of job satisfaction to 
occupational level or status. Among the components of job 
satisfaction, those which deal with self-esteem, self-actuali­
zation, autonomy, and pay are more closely related to occupa­
tional level than are other job satisfaction components. 
Job satisfaction and length of service/tenure 
Previous findings relating length of service to job 
satisfaction have been somewhat conflicting. Hertzberg et al. 
(1957) found that in the seventeen studies that investigated 
the length of service, eight of the studies found that as job 
tenure increased, job satisfaction also increased. Seven 
studies, however, could not reach any conclusion as to the 
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relationship between length of service and job satisfaction, 
and two studies concluded that length of service and job 
satisfaction were related inversely. Because of the ambiguity 
of these early studies, many of the more recent studies of 
job satisfaction have not examined the length of service. 
More recent studies that incorporate length of service 
have found that new employees have higher job satisfaction 
levels; those in the middle periods exhibited low satisfac­
tion; those in the long-service category display high levels 
of satisfaction, presumably because of the weeding out of 
dissatisfied employees at earlier times. Kilpatrick, 
Gummings and Jennings (1964) suggest an alternative expla­
nation for this curvilinear relationship by noting that job 
security, which has long been viewed as an important job 
benefit, decreases in importance to the employee as tenure 
increases. As job security becomes less important to the 
long-term employee because of attainment, there is an erosion 
of the perceived benefit and subsequently, job satisfaction. 
Satisfaction may also be greater among long-term employees as 
they adjust their expectations downward to meet that which is 
possible for them (Hopkins, 1983). 
Finally, the personal characteristics of age, sex and 
race seemingly act as surrogates for attitudes and predis­
positions not tapped elsewhere (Hopkins, 1983). 
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In contrast to gender differences, non-whites might be 
expected to be less satisfied than whites since previously 
low expectations seem to have risen since the civil rights 
movement. These increased expectations by non-whites, 
coupled with employment discrimination, might produce lower 
levels of job satisfaction (Konar, 1981). 
Measures of Job Satisfaction 
There are a large number of ways to measure job satisfac­
tion and it is clear that many studies are not measuring the 
same phenomena. A number of the widely used measures are 
abstracted in Gray et al. (1978). Some of the more common 
measures described in that publication are outlined by Dawis 
and Lofquist (1981). 
Hoppock's Job Satisfaction Blank, one of the best known 
and most widely used measures of job satisfaction, measures 
overall satisfaction based on four items. Each item presents 
the respondent with seven statements describing a continuum 
from extreme dissatisfaction to extreme satisfaction. Split-
half reliability data are available, and validity data have 
been gathered to a limited extent. 
The Job Descriptive Index, developed by Smith, Kendall, 
and Hulin (1969), is an indirect measure of satisfaction 
consisting of word or phrase descriptions of five job facets 
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(work, supervisor, pay, promotions, and co-workers). Data 
on the reliability and validity of this instrument are 
available. 
The Minnesota Satisfaction Questionnaire, developed by 
Weiss, Dawis, England, and Lofquist (1967) consists of 100 
items designed to assess satisfaction with twenty aspects of 
the work environment (called reinforcers) that correspond to 
twenty psychological needs. Each item is rated on a Likert 
type scale ranging from "not satisfied" to "extremely 
satisfied." Reliability and validity data are available. 
As cited in Hopkins (1983), current measurement of job 
characteristics has its origins in the work of Turner and 
Lawrence (1965). Two measurement instruments have been 
frequently used: The Job Diagnostic Survey (Hackman and 
Lawler, 1971; Hackman and Oldham, 1975) and, to a lesser 
extent, the Job Characteristics Inventory (Sims, Szilaqyi 
and Keller, 1976). Although both sets of measurements have 
advantages, both have, been criticized (Aldaq, Barr and Brief, 
1981) . Roberts and Click (1981) are particularly critical of 
the Job Diagnostic Survey and the four or five task dimensions 
derived from it. They argue; 
The question of what tasks are and how they 
should be measured is still a major issue... 
(p. 211). 
It is still accurate to say, as have Seashore and Taber 
(1975), that no single desirable measurement exists. There 
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are, however, two basic ways of measuring job satisfaction. 
The most common are facet-free measures of job satisfaction 
which ask.the employees directly, ''All in all, how satisfied 
would you say you are with your job?... (1) very satisfied, 
(2) somewhat satisfied, (3) satisfied, (4) not too satisfied, 
(5) not at all satisfied." The second of the basic ways of 
measuring job satisfaction is through the use of facet-
specific measures (Hackman and Oldham, 1975) . Essentially, 
faceted job satisfaction measures ask the respondents to 
assess their satisfaction with a series of job facets. The 
responses are then combined in one of a number of ways as 
specified by the researcher. 
Evidence exists that responses to facet-free measures 
tend to overestimate the degree of job satisfaction (Kahn, 
1972; Kalleberg, 1974) when compared with more complex job 
satisfaction indicators. Facet-specific measurement is 
advantageous in that it coincides with the multidimensional 
character of job satisfaction, provides comparability across 
the respondents, and permits a degree of control and direction 
by the researcher (Seashore and Taber, 1975) . 
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Summary 
Job satisfaction can be defined as the fulfillment of 
or gratification of certain needs of the individual that are 
associated with the job. Though there are varying defini­
tions, most definitions assume the existence of the indivi­
dual's needs and see satisfaction as resulting from the fit 
between these needs, the j ob and its environment. 
Concern for the individual's place in society, especially 
the world of work, has led to the study of job satisfaction. 
The pleasures and pains derived from tasks and facets of the 
job, the individual ambitions, and the self-actualization 
experienced from work influences the nature and quality of 
individual lives, and in turn, the quality of the larger 
society as a whole. 
This chapter reviews past research studies and other 
publications on what constitutes job satisfaction among 
employees. Since this study focused upon doctoral recipients 
employed in both education and industry, the literature was 
arranged along the conceptual framework of work-motivation 
theories and need-satisfaction theories as applied to both 
educational and industrial settings. Emphasis was given to 
those studies most relevant to the hypotheses of this study. 
The literature has been replete with studies of job 
satisfaction phenomena since World War II. These studies 
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have been based on varying rationale ranging from interest 
in the relationship between job satisfaction and productivity 
to job satisfaction and turnover, absenteeism, individual's 
quality of life, and management's desire to have rewards 
equal to performance. Documented research reported that job 
satisfaction is directly related to such variables as age, 
sex, education, income, seniority/tenure and occupational 
level. 
Most of the research related to job satisfaction has 
been basically limited to the industrial setting, with 
studies of job motivation within our colleges and universi­
ties having a relatively recent origin. Of those studies 
related to educational settings, few have been conducted to 
investigate factors that contribute to job satisfaction or 
dissatisfaction at the doctoral level across a range of 
professional careers. 
An important reason for investigating the concept of 
job satisfaction must ultimately be to make assessments about 
people and jobs so that appropriate modifications can be made 
in the jobs themselves, thereby, making these jobs more 
satisfying for the people doing them. 
A frustrating fact which seems to emerge from the 
research on job satisfaction is that improvements in jobs do 
not seem to be reflected in the many different ways used to 
measure job satisfaction. 
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With the many dimensions of work and diverse individu­
alities, job satisfaction measurement must be so designed 
that it adapts to a variety of job aspects, as well as to 
individual values. 
This review of literature has provided the researcher 
with increased insight into the important contribution that 
job satisfaction offers to the nature of the total society. 
Furthermore, it is speculated that a society which is 
composed of a substantial number of workers who are 
dissatisfied or demoralized, will not likely be economically 
nor socially healthy. 
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CHAPTER III; METHODS AND PROCEDURES 
The basic objectives of this study include the identi­
fication of the primary job satisfaction facets of doctoral 
graduates of industrial education programs. This chapter 
presents the methods of research and procedures used to 
obtain and analyze the data of this study. These methods and 
procedures have been divided into the following sections : 
1. Definition of Population/Identification of Sample 
2. Descriptive Questions to be Answered 
3. Purpose of the Study 
4. Instrumentation 
5. Data Collection 
6. Research Questions and Hypotheses 
7. Analyses of Data 
Definition of Population and 
Identification of Sample 
The population of this study was comprised of industrial 
education doctoral graduates of 18 selected institutions 
within the United States that offer the doctoral degree in 
industrial education. Only institutions that offer doctoral 
programs in industrial education were considered. These 
institutions were selected from the 21st edition of the 
Industrial Teacher Education Directory (Dennis, 1982-83). 
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Selection of participants was based on simple random 
sampling procedures as defined by Hinkle et al. (1981): 
A simple random sample is a sample in which 
each member has an equal probability of being 
selected and the selection of all members is 
independent of one another (p. 123). 
The population consisted of all industrial education 
doctoral graduates from each of the 18 participating insti­
tutions who received their degrees between 1972 and 1982. 
Lists of eligible doctoral graduates of each of the 
participating institutions were obtained from the respective 
industrial education department chairpersons/heads and 
compiled into one composite list totaling 747 names and 
addresses. The researcher was advised of appropriate popu­
lation and sample sizes by members of the graduate committee 
and other professors at Iowa State University. 
The initial mailing included 747 questionnaires. Sixty-
one insufficient address returns and 47 non-degree returns 
reduced the sample size to 639. Of the 639 questionnaires, 
a total of 398 were returned useable, representing a 62% 
return index. 
1.  
2. 
3, 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
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Descriptive Questions to be Answered 
Does the age of the respondent affect the degree of job 
satisfaction? 
Does the sex of the respondent affect the degree of job 
satisfaction? 
Does the ethnic group of the respondent affect the 
degree of job satisfaction? 
Does the marital status of the respondent affect the 
degree of job satisfaction? 
Is there a relationship between the rank/position of 
the respondent and job satisfaction? 
Does the number of years of employment (seniority/tenure) 
affect the degree of job satisfaction? 
Is there a relationship between the salary (income) of 
the respondent and job satisfaction? 
Is there a relationship between the amount of responsi­
bility of the respondent and the degree of job satisfac­
tion? 
Does supervision affect the degree of job satisfaction 
of the respondent? 
Is there a relationship between the type of work itself 
and the degree of job satisfaction of the respondent? 
Does job security affect the degree of job satisfaction 
of the respondent? 
Is there a relationship between advancement/promotion 
and job satisfaction? 
Does employment that is directly related to the doctoral 
degree preparation affect the degree of job satisfaction? 
Is there a relationship between Importance of the job 
facet/activity and job satisfaction? 
59 
Purpose of the Study 
The purpose of this study was to compare and analyze the 
employment status of doctoral degree graduates of industrial 
education in relation to their professional training, experi­
ence and their perceived degree of job satisfaction. Specifi­
cally, the study was designed to: 
1. Compare and analyze the degree of job satisfaction 
2. Investigate the personal characteristics which 
correlate with job satisfaction 
3. Expand on the existing body of knowledge of 
graduate programs in industrial education in 
relation to job satisfaction 
4. Make recommendations which may influence industrial 
education curricula construction 
5. Study factors and make recommendations which may 
influence graduate students * educational and 
career decision-making, and graduate advising. 
In s trumentation 
The questionnaire method of data collection was used for 
this study because of the diverse geographic distribution of 
participants. The questionnaire, a modification of the 
National Job Satisfication Survey Instrument (Kaufman, 1976) 
was developed exclusively for this study. 
The developed questionnaire was structured into six parts. 
Part I sought demographic information and general information 
pertaining to the educational background and work experiences 
of participants. Questions were asked concerning age, sex, 
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position/title or rank, type of doctoral degree, tenure or 
seniority, ethnic background, marital status, type of employ­
ment institution, career goals, years of employment, job 
responsibilities, departmental affiliation, salary, working 
hours and economic conditions of the United States. 
Parts II, III, IV, V, and VI asked respondents to assess 
their feelings pertaining to particular job activities/facets 
according to the degree of importance and satisfaction. Part 
II sought information pertaining to professional and civic 
activities. Part III sought information pertaining to work 
conditions. Part IV sought information pertaining to 
deparmental supervision. Part V sought information pertaining 
to relationship with colleagues and Part VI asked respondents 
to rate their degree of overall job satisfaction. 
Parts II through VI contained a continuum of five 
possible responses for the variables "satisfaction" and 
"importance." A summed item rating scale for each variable 
included the following point-value system: Importance: 
Not Applicable=0, Not Important=l, Somewhat Important=2, 
Important=3, Highly Important=4. Satisfaction: Not Appli-
cable=0, Not Satisfied=l, Somewhat Dissatisfied=2, Satisfied=3, 
Highly Satisfied=4. All items in Parts II through VI were 
scored on this rating scale for both importance and satisfac­
tion. 
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The questionnaire was pre-tested for ambiguity, poor 
wording, adequacy of coverage and sensitivity. Revisions 
were made and the final revised copy was reviewed by the 
major professor before mailing. 
The instrument developed for this study has not undergone 
the extensive and repeated tests of reliability and validity 
which occur only after many applications and refinements. 
However, the instrument is based on the National Job Satis­
faction Instrument, which has a test-retest reliability of 
+.64 for the variable "job satisfaction" and +.93 for the 
variable "importance of job facets." Modifications were made 
to make the instrument more generic and adaptable to both 
education and industry employees. 
The Job Descriptive Index (Smith et al., 1969) and the 
Minnesota Job Satisfaction Questionnaire (Weiss et al., 1967) 
were also selected as references to gain a conceptual frame­
work of job satisfaction. Both of these instruments are 
standardized questionnaires and have been used in a variety 
of work environments with substantial reliability. Both of 
these instruments have reliability coefficients ranging from 
.80 to .90 (Weiss et al., 1967). 
The data collection instrument used for this study has 
a reliability coefficient of .62 for the variable "satisfac­
tion" and .67 for the variable "importance." 
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Data Collection 
The questionnaire was mailed to the total number of 
graduates from the composite population list. A cover letter, 
introducing the investigator and explaining the purpose of 
the study, was enclosed along with a stamped, self-addressed 
envelope for returning the completed questionnaire. 
Each of the questionnaires was assigned an identification 
number to conceal the identity of the respondent. The cover 
letter, assuring confidentiality of all reported information, 
was signed by the investigator and the major professor. Both 
the letter and questionnaire were approved by the Human 
Subjects Committee of Iowa State University before mailing. 
(See Appendix B.) 
At the end of three weeks, 323 (43%) completed, useable 
questionnaires had been returned. At the end of six weeks, 
a total of 398 (62%) had been returned. In addition to the 
useable questionnaires, 61 (8%) were returned because of 
insufficient addresses and 47 (6%) responded that they had 
not earned a doctoral degree in industrial education. Some 
of the non-degree respondents indicated that they were only 
master's degree recipients, and others had earned their 
doctoral degrees in programs outside of industrial education. 
Their names had mistakenly been placed on the listings from 
their respective alumni institutions. The 47 non-degree 
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returns reduced the total population to 700. The 61 insuffi­
cient address returns reduced the sample size to 639. Of the 
remaining 639 questionnaires, 398 were returned useable. Nine 
respondents returned incomplete questionnaires, three of them 
indicated that they were unemployed, two were retired and four 
offered no explanation). 
Since the survey instrument was designed by utilizing 
closed-ended questions based on the Likert method of summed 
ratings, it was possible to transfer data directly from each 
questionnaire into the computer. The data from the question­
naires were coded and processed into the AS/6 Wylbur Computer 
System for statistical data analyses. The micro-computer 
programs. Statistical Package for the Social Sciences--SPSS-X 
(Nie et al., 1975) and the Statistical Analysis System--SAS 
Institute, Inc. (1975) were used to analyze the data in the 
computer facilities of Iowa State University. 
Variables in this study were of a nominal and ordinal 
nature, therefore, the researcher selected sections of the 
SPSS package that provided non-parametric statistical analyses. 
The SPSS CROSSTABS program was used to generate contingency 
tables to analyze data which were reported by frequencies, 
percentages, and correlation coefficients. 
The chi-square test of independence was used to investi­
gate the relationship between variables. Chi-square is based 
upon the null hypothesis that there is no relationship between 
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variables in the population. Once a relationship was 
established between variables, the Pearson product moment 
correlation coefficient was computed to analyze the relation­
ship and establish the magnitude. 
Since the useable return index was approximately 50% 
after a three week period, the researcher did not feel the 
necessity to send follow-up letters to non-respondents. The 
useable returns totaled 398 (62%) after a six-week period. 
Research Questions and Hypotheses 
Certain demographic variables are believed to have an 
effect on job satisfaction. The demographic variables 
considered in this study include age, sex, marital status, 
education, income and ethnic background. Other variables 
included are supervisory effectiveness, job security, advance­
ment or promotion, work itself, tenure or seniority and the 
occupational level. 
This study attempted to answer the following research 
questions : 
1. Have career decisions of doctoral graduates 
changed because of the declining opportunities 
for academic employment? 
2. Do the following characteristics: age, sex, 
education, income, ethnic group, and marital 
status influence job satisfaction of industrial 
education doctoral graduates? 
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3. Have the current economic conditions of the United 
States had an effect upon the employment and career 
expectations of doctoral graduates? 
4. Is there a consensus on factors that increase 
employment/job satisfaction among graduates? 
5. Is there a relationship between importance of job 
facets/activities and job satisfaction? 
The research questions of the study were restated in 
null hypotheses form in order to test the responses 
statistically. 
1. There is no significant relationship between the 
career decisions of doctoral graduates and the 
declining opportunities for academic employment. 
"o- ' V «a' 
Chi-square model: 
x' - z 
2 = y - fe"-
f, 1 
where f„^ equals the.observed frequency in each 
cell, and fg^ equals the expected frequency 
calculated as 
where Cj_ is the frequency in a respective column 
marginal, is the frequency in a respective row 
marginal, and N stands for total number of valid 
cases. 
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There is no significant relationship between job 
satisfaction and the demographic variables of 
age, sex, income, education, ethnic background, 
and marital status. 
Ho: R, =0 Ha: ^ ° 
Multiple regression prediction model: 
Y = b^X^ + ... + b^X^ + a 
where: Y = job satisfaction 
b = regression coefficient for the 
predictor variables 
X = demographic (predictor) variables 
x^ = age of the respondents 
X2 = sex of the respondents 
Xg = income the respondents 
x^ = education of the respondents 
x^ = ethnic group of the respondents 
x^ = marital status of the respondents 
a = constant of the regression equation 
There is no significant relationship between the 
economic conditions of the United States, the 
salaries of doctoral graduates and job satisfac­
tion. 
"a: fo" + C 
Chi-square model: 
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4. There is no significant relationship between 
factors that increase job satisfaction among 
doctoral graduates. 
y = 0 H : y f 0 V » 
where y = a, the value of the parameter and can be 
any tenable value, including zero 
5. There is no significant relationship between the 
importance of job facets/activities and job 
satisfaction. 
Hg: p = 0 P f 0 
The Pearson product moment correlation coefficient 
model : 
r = 
xy ns^sy 
where : 
r^y = correlation coefficient between X and Y 
XY = sum of cross products of deviation 
scores for X and Y 
standard deviations of X and Y scores 
number of pairs 
importance of job facets/activities 
job satisfaction 
and Sy = 
n = 
X = 
Y = 
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Analyses of Data 
Analyses of data related to hypothesis 1 and 3 were 
analyzed by using the chi-square method of analysis, while 
hypothesis 2 was analyzed using multiple regression predic­
tion. To analyze hypothesis 4, item mean ratings were com­
pared and rank ordered to determine consensus among the 
respondents. Questionnaire items having the highest means, 
computed by using the summed item rating scale from the 
questionnaire, were used to indicate items (factors) of 
consensus among the respondents. Hypothesis 5 was tested by 
the Pearson product moment correlation coefficient. 
Popham and Sirotnik (1973) explained that in the chi-
square test, two sets of frequencies are compared: observed 
frequencies and expected frequencies. Observed frequencies 
are the actual frequencies obtained by observation. Expected 
frequencies are theoretical frequencies which are used for 
comparison. 
According to Popham and Sirotnik, the chi-square test can 
be used with data measured on nominal or stronger scales. It 
should be noted that the greater the discrepancies between the 
expected and actual frequencies, the larger the chi-square 
becomes. Small values of chi-square are interpreted to 
indicate the absence of a relationship, while large chi-square 
values imply that a systematic relationship exists between the 
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variables. 
Essentially, if a marked difference exists between the 
observed (actual frequencies falling in each category) and the 
frequencies expected to fall in each category, then the 
chi-square test will yield a numerical value large enough to 
be interpreted as statistically significant. 
Hinkle, Wiersma and Jurs (1981) explained that Pearson 
product moment correlation coefficient is an index that 
describes the extent to which two sets of data are related. 
In other words, the correlation coefficient is the measure or 
the index of the relationship between two variables. 
In computing the correlation coefficient of two variables, 
the cross products of scores need to be considered. A cross 
product is determined by multiplying the two scores for a 
single individual. 
As discussed by Van Dalen (1979), the Pearson product 
moment correlation coefficient is used when the data fulfill 
the following assumptions : 
1. Linearity of regression is assumed; that is the 
paired scores must be distributed in a linear 
(straight-line) rather than in a curvilinear 
fashion. 
2. Homescedasticity or homogeneity of variance - an 
equal scattering of the scores in the rows (and 
columns) of the scattergram is assumed. For all 
Y scores, the distribution of the corresponding X 
scores should be appropriately equal in variability 
and vice versa. 
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3. The distributions of the two variables are assumed 
to be spread out somewhat symmetrically around a 
central point. A normal distribution is not 
required, but the distribution should be unimodel 
and should not be badly skewed. 
4. Both variables are assumed to be continuous 
(multiple) and to be measured on an interval scale 
(an ordered scale of equal units) or a ratio scale. 
5. The sample should be large (more than 30) to obtain 
the most reliable r. 
Regression analysis is closely related to the product 
moment correlation technique. As noted by Hinkle, Wiersma 
and Jurs (1981), in multiple prediction, there is a single 
criterion variable, but two or more predictor variables. 
They offer the following description: 
In multiple prediction the predictor variables 
are included as a linear combination in the 
prediction equation. The equation contains 
as many regression coefficients as there are 
predictors, and it contains a regression 
constant (p. 395). 
As discussed by Popham and Sirotnik (1973), regression 
analysis is designed to make predictions regarding one or 
more variables; given another variable. They further explain 
that it is possible to increase the accuracy of predictions 
by using more than one predictor variable in a regression 
scheme. The multiple regression technique incorporates all 
of the variables having an association to Y (job satisfaction) 
and weights the predictor variables having the most importance 
in relationship to Y first; then continues in descending order 
to the last important independent variable. Thus, for 
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example, if age (X) is the strongest in relationship to job 
satisfaction, it is the first independent variable weighted 
in the equation to help predict Y, 
The findings of this study are reported in Chapter IV. 
Descriptive questions are presented in table and narrative 
form showing frequencies, mean scores, and correlation 
coefficients. The researcher's conclusions, implications and 
recommendations were drawn on the basis of the data analysis 
and presented in Chapter V. Finally, a list of references 
and the table of contents were completed. 
72 
CHAPTER IV: FINDINGS 
This study was designed to investigate the employment 
status of doctoral degree graduates of industrial education 
in relation to their professional training, experience and 
their perceived degree of job satisfaction. The study was 
also designed to compare and analyze the degree of job 
satisfaction in relation to certain personal character­
istics. 
Results of hypotheses testing and other major findings 
of the research are presented in this chapter and structured 
to reveal information related to the following categories: 
1. Characteristics of the Respondents 
2. Hypotheses Testing 
Professional role activities 
Work conditions 
Departmental supervision 
Relationship with colleagues 
Overall job satisfaction 
Findings related to all questionnaire items in each of 
the categories are provided in table and descriptive form. 
To acquire in-depth information related to each category, 
the descriptive and research questions presented in Chapters 
I and III were examined. 
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As indicated in the methodology, the data of this 
research were analyzed by three statistical methods. The 
testing of hypotheses 1 and 3 involved the chi-square test of 
independence. Hypothesis 2 was tested utilizing the multiple 
regression method, hypothesis 4 by item mean rating analysis, 
using a summed item rating scale, and hypothesis 5 by the 
Pearson product moment correlation coefficient. 
Following the demographic information, throughout this 
chapter, the five research questions which formed the bases 
for this study are presented, followed by the appropriate 
data reported in frequencies, percentages, mean ratings, 
chi-square values and correlation coefficients. In addition, 
the descriptive questions posed in Chapters I and III are 
answered by the above data analyses. 
Characteristics of the Respondents 
The population of this study included only doctoral 
recipients from industrial education and industrial vocational 
technical education programs. The sample consisted of 639 
members with a 62% return rate. A total of 398 or 62% of 
the questionnaires were returned useable and, therefore, 
coded and analyzed. 
Table 1 represents a descriptive breakdown of responses 
to item 1 of the questionnaire: Position/Title/Rank. 
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Table 1. Distribution of sample by position/title/rank 
Academic Rank Frequency 
Relative 
Frequency 
Cumulative 
Frequency 
Assistant Professor 64 16.1 16.1 
Associate Professor 108 27.1 43.3 
Full Professor 85 21.4 64.7 
Other 140 35.2 100.0 
Note. Classifications for the category Other are found in 
Table 2. 
The data in Table 1 indicate that 64.7% of the respon­
dents reported academic ranks. Specifically, 64 (16.1%) were 
assistant professors, 108 (27.1%) were associate professors 
and 85 (21.4%) were full professors. The remainder, 140 or 
35.2% of the respondents indicated the category Other and 
identified their position or title. Table 2 provides this 
information in a composite classification of the various 
titles/positions provided by the respondents. These titles/ 
positions are referred to as non-professoriate since they do 
not fall under the heading of academic rank. The classifica­
tions are taken directly from the titles/positions provided 
by the respondents and grouped, based on frequency counts, 
for conciseness, ease and clarity of presentation. 
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Table 2. Non-professiorate classification of the sample by 
position or title 
Positions/Titles Frequency 
Administrator 6 
Vocational education 
State department of education 
College 
Divisional 
Secondary & business education 
Area vocational center 
Associate commissioner 2 
Bureau of vocational education 
State department of education 
Chief executive or divisional chief 2 
State department of education 
Consultant 4 
Vocational education/guidance 
Statewide - over curriulum programs 
Industrial education 
Coordinator 4 
Driver training & education 
High school cooperative education 
Curriculum & instruction 
Vocational education 
Dean 12 
School of education 
Vocational-technical school 
Student services 
Instruction 
Community college 
Vocational education division 
Career programs 
Occupational vocational programs 
Guidance 
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Table 2 (continued) 
Positions/Titles Frequency-
Associate dean 1 
Vocational education 
Assistant dean 
Vocational education 
1 
Department head/chairman 15 
Industrial arts 
Industrial development 
Occupational education 
Post-secondary education 
Engineering 
High school industrial education 
High school marketing & business 
education 
High school industrial arts 
Industrial science 
High school teacher 
Private college 
Director 16 
Occupational technical education 
Education and training 
Vocational school 
Vocational curriculum research center 
Public school research unit 
University planning (industry) 
Operations 
Corporate safety 
Executive - of industrial education 
Audio-visual services 
Maintenance and operations -
Rental business 
School district vocational executive 
Technology instruction 
Vocational industrial arts 
College vocational 
National director of education 
77 
Table 2 (continued) 
Positions/Titles Frequency 
Associate director 1 
Continuing education 
Assistant director 3 
Vocational technical 
Business education 
State vocational education 
Division chairman 2 
Industrial education & technology 
Technology education 
Engineer 4 
Senior reliability 
Biomedical 
Math and adult education 
High school teacher 13 
Business education/marketing 
Secondary industrial arts 
Drafting 
Industrial education 
Computer science, graphics 
Woods technology 
Cooperative education 
Lecturer 1 
Industrial vocational-technical 
Manager 7 
Programs 
Human resources 
Project (private industry) 
Plant training programs 
Health education 
Marketing 
Information resources 
Model maker 1 
Table 2 (continued) 
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Positions/Titles Frequency 
Post secondary teacher 5 
Community college 
Industrial arts education 
Apprentice training 
Industrial education 
President 8 
College or community college 
Corporation 
Non-profit organization 
Higher education administration 
Vice president 6 
Community college 
Post secondary vocational-technical 
Instruction 
Instructional affairs 
Principal 1 
High school 
Assistant Principal 1 
Comprehensive high school 
Safety officer 1 
Self-employed 4 
Owner (construction business) 
Building company 
Senior scientist . 1 
Specialist 9 
Educational programs -
State department of education 
Curriculum & staff development 
Advanced training 
Research & evaluation 
Vocational counseling/psychologist 
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Table 2 (continued) 
Positions/Titles Frequency 
Superintendent 
Public schools 
Planning and construction 
Supervisor 
4 
7 
Public school system 
International project 
Planning, budgeting, research 
(Post-secondary system) 
Cooperative education and 
distributive education 
Trade and industry 
Technical officer 1 
United States Army 1 
Guidance and counseling 
Notes: 1. Sublistings indicate specific titles, 
institutions, auxiliaries or areas for each 
of the classification headings. 
2. Some respondents indicated both academic 
ranks and noted in the category Other a 
position or title. 
3. Frequencies are based on total number per 
classification heading. 
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The non-professioriate positions or titles presented in 
Table 2 are grouped into thirty-one basic classifications. 
Item 2 of the questionnaire requested the type of 
doctoral degree earned. Table 3 presents a descriptive 
breakdown of the respondents by the type of doctoral degree 
earned. 
Table 3. Distribution by type of degree 
Degree Frequency Percentage 
Ph.D. 174 43.7 
Ed.D. 224 56.3 
As indicated in Table 3 above, 56.3% of the respondents 
have earned the Ed.D. (doctor of education) degree, while a 
lesser percentage (43.7%) have earned the Ph.D. (doctor of 
philosophy) degree. 
According to the responses to questionnaire item 3, a 
total of 237 or 59. TU of the respondents reported that they 
have tenure or seniority, while 151 or 37.9% indicated that 
they were non-tenured or had no seniority. A total of ten 
or 2.5% also accounts for missing data as presented in 
Table 4. 
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Table 4. Tenure/seniority status distribution 
Tenure/Seniority Status Frequency Percentage 
Tenured 237 59.5 
Non-tenured 151 37.5 
Missing data 10 2.5 
Note: Missing data may be interpreted as omissions, 
non-tenured positions, e.g., industry or positions 
offering no seniority. 
Several of the participants commented that no tenure 
status or seniority are available at their institutions. 
Others indicated that their positions are normally non-tenured 
positions, though tenure and/or seniority are offered at their 
institutions. 
Table 5 summarizes the distribution of the participants 
by age as provided for item 4 of the questionnaire. Only two 
or 0.5% of the respondents were age 25 and under. Thirty-five 
or 8.8% were between the ages of 26 and 35, 195 of 49.0% were 
ages 36-45, 122 or 30.7% were ages 46-55 and forty-four (11.1%) 
were over fifty-five years of age. 
Clearly, the average age group was group 3, consisting 
of ages ranging from age 36 to age 45, with age group 1 (ages 
25 and under) having the smallest percentage of respondents. 
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Table 5. Age distribution of respondents 
Age Frequency Percentage 
1. 25 and Under 2 0.5 
2. 26 - 35 35 8.8 
3. 36 - 45 195 49.0 
4. 46 - 55 122 30.7 
5. Over 55 44 11.1 
As requested in item 5 and clearly noted in Table 6, the 
distribution of the sample by sex had a vast majority of male 
respondents. Of the 398 returns, only 22 (5.5%) were females, 
while 375 (94.2%) were males. 
Table 6. Sex distribution of the respondents 
Sex Frequency Percentage 
Female 22 5.5 
Male 375 94.2 
Similarly, the distribution by ethnic background (item 6) 
provides the information presented in Table 7. Only 22 or 
(5.5%) of the respondents were Black, 3 (0.8%) were Hispanic, 
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while 362 (91%) were White (Caucasian), and 3 (0.8%) Native 
American. Three or (0.8%) completed the Other category as 
Norwegian. 
Table 7. Ethnic background distribution 
Ethnic background Frequency Percentage 
Black 22 5.5 
Hispanic 3 0.8 
White 362 91.0 
Native American 3 0.8 
Asian American 5 1.3 
Other 3 0.8 
Marital status (item 7) of the respondents was analyzed 
and Table 8 provides the data distribution. It is apparent 
that the majority of the respondents 335 (84.2%) were married 
and had children. In addition, twenty-one or 5.3% of the 
respondents were single, thirteen or 3.3% were single 
parents (divorced), one or 0.3% were single parents (widowed) 
and twenty-eight (7.0%) were married with no children. 
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Table 8. Marital status distribution 
Marital Status Frequency Percentage 
Single 21 5.3 
Single Parent/Divorced 13 3.3 
Single Parent/Widowed 1 0.3 
Married/Have Children 335 84.2 
Married/No Children 28 7.0 
These industrial education doctoral recipients were 
employed in varying environments from self-employment, to 
public school systems, colleges/universities to the national 
government (item 8). As reported in Table 9, 249 (62.6%) 
were employed in colleges or universities, 12 (3.0%) were 
employed in state departments of education, 45 (11.3%) in 
junior or community colleges, 43 (10.8%) in elementary or 
secondary schools, 12 (3.0%) in industry or business, 8 (2.0%) 
in U. S. government, 5 (1.3%) in non-profit organizations, 
9 (2.3%) were self-employed and 22 (5.5%) listed Other types 
of institutions. 
The types of institutions listed for the category Other 
are also shown in Table 9. It is obvious that the largest 
percentage of the doctoral degree recipients were employed 
in colleges or universities. 
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Table 9. Types of institutions where graduates 
were employed 
Type of institution Frequency Percentage 
College or university 
State department of education 
Junior or community college 
Elementary/secondary school 
Industry or business 
Foreign government 
U. S. government 
Non-profit organization 
Self-employed 
Other 
249 
12 
45 
43 
12 
8 
5 
9 
22 
6 2 . 6  
3.0 
11.3 
10.8 
3.0 
2 . 0  
1.3 
2.3 
5.5 
State department of mental health 
Area vocational technical school 
United Nation 
Laboratory school 
Private college 
Hospital 
Post-secondary vocational-technical system 
Vocational center 
Questionnaire item 9 requested departmental employment 
affiliation. In table 10, 59 (14.8%) reported that they are 
affiliated with industrial education only, 121 (30.4%) with 
industrial education and vocational education, 36 (9.0%) with 
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vocational education only and 190 (47.7%) reported Other 
departmental employment affiliations. 
Table 10. Departmental affiliation of distribution 
Departmental affiliation Frequency Percentage 
Industrial education only 59 14.8 
Industrial education and 
vocational education 121 30.4 
Vocational education only 36 9.0 
Other 190 47.7 
Analysis of the category Other yielded the following 
examples of departmental affiliations: 
1. College of education and human resources 
2. Industrial arts 
3. Engineering 
4. Architecture/construction engineering technology 
5. Industrial technology 
6. Textile chemistry 
7. Industrial education and career/technical education 
8. Electronics technology 
9. Outside of education/State Mental Health 
10. Vocational education and agriculture 
11. Technical education and industrial management 
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12. Institutional research 
13. Higher education administration 
14. School of education 
15. Industrial education/industrial arts technology 
16. Industrial technology (non-teaching) 
17. Health technical education 
18. Bureau of education 
19. Vocational education and guidance 
20. Industrial technology and education 
21. Administration and industrial management 
22. Technology: Vocational and industrial 
23. Manufacturing technology 
24. Aerospace technology 
25. Elementary and secondary education 
26. Personnel 
27. Data processing 
28. Liberal arts 
29. Engineering technology 
30. Safety 
31. Adult occupational education 
3 2. Audio-vi sual 
33. Trade and industry 
34. Industrial studies and communication 
35. Business and industrial education 
36. Practical arts division 
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37. Industrial arts and technology 
38. Self-employed 
39. Industrial and engineering technology 
40. Laboratory school 
41. Health science 
42. Vocational education and special education 
43. Trade and industry/industrial arts (secondary) 
44. Business education and office administration 
45. Counseling in government 
46. Drafting technology 
47. High school industrial arts 
48. Industry 
49. Math department 
50. Psychology 
51. Electronical technology 
52. Computer science 
53. Information resources 
It was evident that a major portion of the respondents 
had professional assignments that combined industrial arts, 
general education or technology with vocational education or 
industrial education. 
It should be noted that for some of the respondents, 
industrial education and vocational education are synonymous 
by definition and application. 
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Of the combinations provided, the most prevalent were 
combinations including technology, e.g., industrial education 
and technology, with engineering technology and industrial 
vocational-technical education following. 
Item 10 requested the number of employees in the depart­
ment, item 11 requested the number of years employed at the 
present institution, and item 12 requested the number of 
years in their present position. 
Table 11 presents the distribution of the sample by the 
number of employees. As provided in table 11, 55 (13.8%) of 
the departments had 5 or fewer employees, 87 (21.9%) of the 
departments had 6-10 employees, 72 (18.1%) reported 11-15 
employees, 37 (9.3%) reported 16-20 employees, and 138 (34.7%) 
had over 20 employees. 
Table 11. Distribution by number of employees 
Number of employees Frequency Percentage 
1. 5 or less 55 13.8 
2. 6 - 10 87 21.9 
3. 11-15 72 18.1 
4. 16 - 20 37 9.3 
5. Over 20 138 34.7 
Missing data 9 2.3 
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Table 12 reports for the number of years employed at the 
present institution, 19 (4.8%) indicated that they had been 
employed less than 1 year, 105 (26.4%) had been employed 1-5 
years, 98 (24.6%) had been employed 6-10 years, 77 (19.3%) 
11-15 years, and 94 (23.6%) had been employed for over 15 
years. 
Correspondingly, 29 (7.3%) were employed at their 
present institution less than 1 year, 158 (39.7%) 1-5 years, 
98 (24.6%) 6-10 years, 55 (13.8%) 11-15 years, and 56 (14.1%) 
were employed at their present institutions for over 15 years. 
Table 12. Years employed at present institution 
and employed in present position 
Employment 
Present Institution Present Position 
Frequency % Frequency % 
1 < 1 year 19 14.8 29 7.3 
2 1-5 years 105 26.4 158 39.7 
3 6-10 years 98 24.6 98 24.6 
4 11-15 years 77 19.3 55 13.8 
5 Over 15 years 94 23.6 56 14.1 
Missing data 5 1.3 2 0.5 
The larger percentage of the respondents were employed both 
in their present positions and institutions for 1-5 years. 
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Primary responsibilities, number of working hours, and 
annual salary were requested in items 13, 14, and 15. Table 
13 reports that 216 (54.3%) of the respondents teach under­
graduate students or train junior employees and 119 (29.9%) 
teach graduate students or train senior employees. Another 
142 (35.7%) have administrative responsibilities, while 98 or 
24.6% have coordinating duties, 66 (16.6%) supervise, 79 or 
19.8% do research and 62 (15.6%) selected Other. An analysis 
of the category Other for item 13 revealed duplication of the 
classifications found in Table 2, as well as the enumerated 
departmental affiliations found on pages 86-88. 
Table 13. Employment responsibilities 
Responsibilities Frequency % 
Teach undergraduate students 
or train junior employees 216 54.3 
Teach graduate students 
or train senior semployees 119 29 .9 
Administration 142 35 .7 
Coordinating 98 24 .6 
Supervising 66 16 .6 
Research 79 19 .8 
Other 62 15 .6 
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The approximate number of working hours per week are 
presented in Table 14. As provided in the table, nineteen 
(4.8%) of the respondents indicated that they work less than 
thirty (30) hours per week, while another 119 or 29.9% 
indicated that they work 31-40 hours per week. A major 
portion of the respondents, 256 or 64.3% indicated that they 
work more than forty (40) hours per week. 
Some of these respondents explained that their classroom 
contact hours, as well as, general office hours were included 
in this count. The average number of working hours, however, 
for the participants in this study was between 31 and 40 
hours per week. 
Table 14. Distribution of sample by workhours 
Working hours Frequency Percentage 
Less than 30 hours 19 4.8 
31-40 hours 119 29.9 
Over 40 hours 256 64.3 
Missing data 4 1.0 
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For the total annual salary, respondents reported the 
information shown in Table 15. Ten (2.5%) earned less than 
$19,999 on a nine month basis (1 respondent indicated part-
time employment only), 63 (15.8%) earned between $20,000 and 
$24,999, 125 (31.4%) earned between $25,000 and $29,999, 
99 (24.9%) earned $30,000 - $34,999 and 98 (24.6%) earned 
$35,000 and over. Two respondents voluntarily specified that 
their salaries were over 40k. 
Table 15. Salary distribution of sample 
Salary Frequency Percentage 
Less than $19,999 10 2.5 
$20,000 - $24,999 63 15.8 
$25,000 - $29,999 125 31.4 
$30,000 - $34,999 99 24.9 
$35,000 and over 98 24.6 
Missing data 3 0.8 
Most of the doctoral recipients are employed in institu­
tions located in populations ranging from small residential 
areas to large metropolitan areas. To answer item 16, Table 
16 provides the distribution for population of institutional 
location. As indicated, 53 (13.3%) work in areas with a 
population of under 19,000, 156 (39.2%) work in areas that 
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are populated by 20,000 to 99,000, 93 (23.4%) work in areas 
populated by 100,000 to 499,999, 38 (9.5%) work in areas with 
populations of 500,000 to 1 million and 55 (13.8%) work in 
areas populated by over 1 million. 
Table 16. Population of area where institution is located 
Population Frequency Percentage 
Under 19,999 53 13.3 
20,000 - 99,999 156 39.2 
100,000 - 499,999 93 23.4 
500,000 - 1 million 38 9.5 
Over 1 million 55 13.8 
Missing data 3 0.8 
The sizes of the institutions varied in sizes from under 
9,000 to over 28,000 (Item 17). (It should be noted that 
most industry and industry related institutions ordinarily 
have fewer than 9,000 employees.) For the educational insti­
tutions , the size could include the student enrollment or 
employees, dependent on the type of institution. Table 17 
summarizes the distribution of institution size as follows : 
195 (49.0%) institutions were reported in the category under 
9,000. 86 (21.6%) between 9,000 and 18,000, 64 (16.1%) 
between 18,000 and 28,000 and 39 (9.8%) over 28,000. 
95 
Table 17. Distribution by institution size 
Institution size Frequency Percentage 
Under 9,000 195 49.0 
9,000 - 18,000 86 21.6 
18,000 - 28,000 64 16.1 
Over 28,000 39 9.8 
Missing data 14 3.5 
Participants were asked (in item 18) to describe their 
current position by verifying employment in major, minor or 
some other field. Table 18 illustrates the responses to 
item 18 of the questionnaire. 
Table 18. Distribution by major and minor fields 
Employment Placement Frequency Percentage 
Employed in major field 303 76.1 
Employed in minor field 36 9.0 
Employed in field other 
than that specifically 
prepared for 55 13.8 
Missing data 4 1.0 
As noted, 303 (76.1%) are employed in their major 
field, 36 (9.0%) in their minor field, 55 (13.8%) in areas 
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other than their major or minor field of study. 
Analysis of the category Other for item 18 once again 
duplicates the classifications found in Table 2 and those 
listed on pages 86-88. Some of the Other areas of employment 
reported for item 18 are provided below for quick reference 
and review. 
1. Engineering 
2. Textiles 
3. Administration 
4. Safety education 
5. Mental health 
6. Higher education administration 
7. Health and technology 
8. Cooperative education coordination (diversified) 
9. Industrial technology administration 
10. Manufacturing 
11. Electronics 
12. Computer science 
13. Special vocational needs 
14. Industrial arts teacher education 
15. Statics strength of materials 
Item 19 requested the primary educational background. 
Upon analyzing the responses for item 19, it was found that 
the classifications in Table 2 and those found on pages 86-88 
were substantiated by the educational backgrounds provided. 
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The primary career goals of the doctoral recipients 
were collected by responses to item 20 of the questionnaire. 
These goals are supplied in Table 19. Two hundred and three 
(51.0^) of the respondents set teaching as a primary career 
goal. Another 144 or 36.2% chose administration as a career 
goal, and 45 (11.3%) suggested Other career goals. 
Table 19. Career goals of doctoral recipients 
Career Goals Frequency Percentage 
Teaching 203 51.0 
Administration 144 36.2 
Research 33 8.3 
Other 45 11.3 
Career goals suggested for the category Other included 
the following enumeration: 
1. Promotion to full professor 
2. Computer science technician 
3. Counseling and education 
4. Coordination 
5. Business management 
6. Retirement 
7. Consulting 
8. Private vocational technical company 
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9. Leave education 
10. Curriculum development 
11. Private business ownership 
12. Secure financial future through building 
13. CAI - Computer aided instruction 
14. All four options 
15. I wonder ! 
Data related to items 21 and 22 of the questionnaire 
were analyzed to test hypothesis 3. Findings for this hypoth­
esis are presented later in this chapter. However, the 
demographic information resulting from these analyses is 
presented here. Questionnaire items 21 and 22 asked the 
participants to assess their job satisfaction in relation to 
the economic conditions of the United States. 
Item 21 asked the participants "Would you say that the 
poor economic conditions of the United States have had a 
direct affect upon your overall job satisfaction? (Poor 
economic conditions refers to record unemployment, educational 
budgetary constraints, low salaries, etc.) Response options 
for this item were (1) Yes, (2) No and (3) Undecided as 
perceived by the respondents. 
As Figure 3 illustrates, 179 or 45% answered Yes, while 
191 or 48% answered No, and only twenty-three or 5% answered 
Undecided. 
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********************************************** (179) 
^ Yes 
************************************************* (191) 
^ No 
******* (23) 
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Figure 3. Affect of economic conditions on 
job satisfaction 
Item 22 requested further assessment of the economic 
conditions by asking "Would you say that the poor economic 
conditions of the United States have caused your overall 
job satisfaction to become Greater or Less?" The response 
options included (1) Greater, (2) Less and (3) No change. A 
breakdown of the responses revealed that only 8.8% answered 
Greater, 43.0% answered Less and 46.5% answered No change. 
With the frequencies provided in Figure 4, and the percentages 
presented for Item 22, it can be said with some documentation 
that a trend of slightly less job satisfaction exists which 
can be attributed to the effects of the economic conditions 
as perceived by the respondents. 
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Figure 4. Increase or decrease in overall job 
satisfaction 
Item 23 asked respondents, "Are you aware of any graduate 
students who have decided not to pursue the doctoral degree 
because of limited employment opportunities?" Choices of 
responses included (1) Few, (2) Many and (3) None. In 
response to this item, 32.7% indicated Few, 10.1% indicated 
Many, and 55.8% answered None. Figure 5 provides response 
frequencies for Item 23 as follows: 130 answered Few, only 
40 replied Many and 222 answered None; thus lending credence 
more the trend that only Few graduate students have decided 
not to pursue the doctoral degree as perceived by respondents. 
Item 24 asked the following question: "If you had the 
opportunity to start your career over, would you again choose 
to earn the doctoral degree in industrial education? Options 
for response included (1) Yes. (2) No and (3) Undecided. An 
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analysis of data indicated that 46.7% of the respondents 
replied Yes, 32.2% replied No, while 20.6% were Undecided 
about earning the degree again. This indicates that the 
majority of the participants considered the degree important 
and would, again, choose to earn the doctoral degree if they 
had not already earned it. Response frequencies of 186 
(Yes), 128 (No), and 82 (Undecided) are provided in Figure 6. 
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^ None 
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Figure 5. Decisions not to pursue degree 
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Figure 6. Decisions to earn degree again 
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Hypotheses Testing 
Data collected for this study were analyzed in relation 
to the five research questions and 14 descriptive questions. 
Analyses for hypotheses 1 and 3 were achieved by chi-square 
(x^)- Analysis for hypothesis 2 was achieved by multiple 
regression. Hypothesis 4 was analyzed by comparative analysis 
of item mean ratings. Hypothesis 5 was tested utilizing the 
Pearson product moment correlation coefficient. In addition, 
correlation coefficients and chi-square values, with support­
ing probabilities, were determined between items. 
Interpretation of the analyses yielded answers to the 
following research questions : 
1. Have career decisions of doctoral graduates 
changed because of the declining opportunities 
for academic employment? 
2. Do the following characteristics: age, sex, 
education, income, ethnic group, and marital 
status influence job satisfaction of industrial 
education doctoral graduates? 
3. Have the current economic conditions of the 
United States had an effect upon the employment 
and career expectations of doctoral graduates? 
4. Is there a consensus on factors that increase 
employment/job satisfaction among graduates? 
5. Is there a relationship between importance of 
job facets/activities and job satisfaction? 
Restated in null hypothesis form, the statements are as 
follows : 
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Hypothesis 1. There is no significant relationship 
between career decisions of doctoral graduates and the 
declining opportunities for academic employment. 
This hypothesis was tested against the alternative 
hypothesis that there is a relationship between the variables 
i.e., career decisions of doctoral graduates and declining 
opportunities for academic employment are dependent upon 
each other (related), as perceived by the respondents. The 
chi-square (x^) value was tested at the .05 a level of 
significance. Table 20 summarizes the test results. 
Table 20. Relationship between career decisions of 
doctoral graduates and the declining 
opportunities for academic employment 
Few 
Ifeny 
None 
Count 
Row pet Yes No Undecided 
Col pet Row 
Tot pet 1 2 3 Total 
57 48 25 130 
]_ 43.8 36.9 19.2 
31.1 37.8 31.3 
14.6 12.3 6.4 33.3 
7 21 12 40 
17 9 17.5 52.5 30.0 ^ 3.8 16.5 15.0 
1.8 5.4 3.1 10.3 
119 58 43 220 
o "R 54.1 26.4 19.5 
65.0 45.7 53.8 
30.5 14.9 11.0 56.4 
Colutm 183 127 80 390 
Total 46.9 32.6 20.5 100.0 
Note. . 2  _  = 20.249, df = 4, significance = 0.0004 
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The positive relationship is further supported the 
Cramer's V of 0.16. In addition, a negative Kendall's Tau B 
of -0.086 was reported, which indicates that the measure of 
dissimilar rankings among items was small. Though a positive 
relationship was found, this Kendall's Tau is provided to 
indicate the magnitude of dissimilarity in rankings. 
As displayed in Table 20, the chi-square test was highly 
significant at the .05 level of significance; therefore, the 
null hypothesis was rejected. There is a significant rela­
tionship between career decisions and employment opportunities. 
Career decisions of doctoral graduates are a function of the 
opportunities for academic employment. This finding supports 
the results presented for questionnaire items 23 and 24 as 
discussed on pages 100 and 101. 
Hypothesis 2. There is no significant relationship 
between job satisfaction and the demographic variables age, 
sex, income, education, ethnic group and marital status. 
A full model regression analysis was used to explore the 
relationships between job satisfaction and the demographic 
variables: age, sex, income, education, ethnic group and 
marital status. For each variable, the following statistics 
were derived: Multiple R - the relationship of measures to 
2 the dependent variable Y (job satisfaction), R - the com­
bined correlated measures indicating the percentage of common 
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variance for the combined measures, b% - the regression 
coefficient for the various predictor variables, X - the 
predictor variables (age, sex, income, education, ethnic 
background, marital status), and (a) - the constant of the 
regression equation. This constant represents the value of 
Y, where the regression line intercepts the ordinate of the 
Y variable or the value of Y when X is zero. Change in 
(AR^) indicates the gain in correlated strength with the 
addition of each predictor variable. 
Table 21 provides a summary of the predictor variables 
and the magnitude of their relationships to job satisfaction. 
The magnitude of the relationships between overall job impor­
tance and the predictor variables is shown in Table 22. 
The summary table (21) analysis revealed that all of the 
predictor variables had a positive relationship to overall 
job satisfaction. The variable age, had a multiple R of 
.15504. The variable sex had a multiple R of .15507, income 
(salary) had a multiple R of .25975, education, a multiple R 
of .15551, ethnic background, .16112 and marital status, 
.19455. 
The full model regression analysis yielded an overall F 
value of 4.715, which was statistically significant beyond 
2 the .05 level of significance. The overall R value of 
.06747 indicated that 6.7 percent of the variance in job 
satisfaction is explained by age, sex, income, education. 
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ethnie background and marital status operating jointly (Nie 
et al., 1975). 
The value for each of the predictor variables was 
reported as follows: Age—.02404, sex—.02405, income--
.06747, education--.02406, ethnic background--.02596 and 
2 
marital status--.03785. The R value for each predictor 
variable indicates the percentage that the particular variable 
contributes to the overall variation in job satisfaction. 
Table 21. Summary of the magnitude of the relationship 
between demographic variables and overall 
job satisfaction 
Predictor Common Change in Regression 
Variables Multiple R Variance Variables Coefficient 
R R2 AR^ a 
AGE 0, .15504 0. 02404 0. 02404 .1068909 
SEX 0. ,15507 0. 02405 0. 00001 -.1433320 
EDUC 0, .15511 0. 02406 0. 00001 -.361250D-01 
ETHNBACKG 0, 16112 0. 02596 0. 00190 .512882D-•01 
MARSTATUS 0, .19455 0. 03785 0. 01189 .1145090 
INCOME 0, .25975 0. 06747 0. 02962 .1342464 
Note. ^6, 391 = 4.715, significant at .05 a level 
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In comparison to Table 21, a summary of the relationship 
between the demographic variables and overall importance is 
presented in Table 22. As indicated in Table 22, the values 
of multiple R for importance of job facets or activities for 
the predictor variables are as follows: Age--.06585, sex— 
.011890, education--.13740, ethnic background--.15751, marital 
status--.15767 and salaries--.18707. 
The multiple Rs for importance and the predictor vari­
ables, in comparison to the multiple Rs for satisfaction and 
the predictor variables, are smaller in value, and therefore, 
evidence a lesser degree of job importance than satisfaction. 
Table 22. Summary of the magnitude of the relationship 
between demographic variables and importance 
of job facets/activities 
Predictor Common Change in Regression 
Variables Multiple R Variance Variables Coefficient 
R R2 AR^ a 
AGE 0. 06585 0. 00434 0 .00434 -.1068787 
SEX 0. 11890 0. 01414 0 .00980 .2508879 
EDUC 0. 13740 0. 01888 0 .00474 .936537D-01 
ETHNBCKG 0. 15751 0. 02481 0 .00593 -.897238D-01 
MARSTATUS 0. 15767 0. 02486 0 .00005 -.817370D-02 
INCOME 0. 18707 0. 03499 0 .01013 .66468ID-01 
Note. ^6, 391 = 2.363, significant at .10 a level 
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Correlation coefficients and F-values resulting from 
the multiple regression analysis of the predictor variables 
(age, sex, income, education, ethnic background, and marital 
status) for both overall job importance and overall job 
satisfaction are provided in Table 23. 
Table 23. Correlation coefficients and F-values showing the 
relationship between the predictor variables, 
overall job importance, and overall job satisfac­
tion. 
Predictor Overall Overall 
Variables Importance F-Value Satisfaction F-Value 
AGE -.06585 5.309 .15504 3.937 
SEX .09054 2.514 .02143 .608 
EDUC .06010 1.558 .04440 .172 
INCOME .09426 4.106 .20962 12.418 
ETHNBCKG -.07421 2.225 .04349 .539 
MARSTATUS .00732 .039 .12205 4.697 
The regression analysis revealed the following informa­
tion for importance. The variable age had an F-value of 
5.309, which is significant at the .05 level of significance 
The variables sex, education and ethnic background derived 
F values of 2.514, 1.558 and 2.225 respectively, with signi­
ficance at the less conservative .25 alpha level. Marital 
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status had the smallest F-value of .032 for importance. This 
was not a significant F-value. The variable income had an 
F-value of 4.106, which was significant at the .05 alpha 
level of significance. 
For overall job satisfaction, the regression analysis 
revealed the following information : The predictor variable 
age had an F-value of 3.937, which was found to be significant 
at the .05 alpha level. Neither sex, education, nor ethnic 
background had significant F-values for satisfaction. These 
values were found to be .608 (sex), .172 (education) and .539 
(ethnic background). Marital status had an F-value of 4.697, 
found to be significant at the .05 alpha level ; and income 
had an F-value of 12.418, significant beyond the .05 level and 
at the .01 alpha level. Though the variables sex, education 
and ethnic background did not have significant F-statistics, 
the overall F value for the regression analysis of variance 
(4.715) was significant at the .05 level of statistical 
significance. This indicates that the variables are signifi­
cant when evaluated jointly toward the achievement of overall 
job satisfaction. In addition, the R (common variance) 
values shown in Table 21, indicate the percentage that each 
of these variables contributes to the total variance in 
overall job satisfaction. 
It can be observed that the variables age and income had 
the largest F-values. Of these two predictor variables, the 
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variable income had a larger F-value and was found to be 
highly significant beyond the .05 alpha level of statistical 
significance. 
To further establish the relationship of the variables 
age and income to job satisfaction, chi-square values were 
computed for all age and income groups. In all age groups 
tested, the chi-square values were found to be highly 
significant beyond the .05 level of significance. The chi-
square values are provided for all of the age groups tested 
as follows: 
Ages 26-35, = 27.66611 p < .05 < .01 
Ages 36-45, = 88.57770 p < .05 < .01 
Ages 46-55, x^ = 57.60934 p < .05 < .01 
Over 55, x^ = 14.01590 p < .05 < .01 
For salary, chi-square values also indicated highly 
significant relationships with job satisfaction in all except 
one group. 
Less than $19,999, x^ = 4.0481 p > .05 
$20,000 - $24,999, x^ = 34.244 p < .05 < .01 
$25,000 - $29,999 x^ = 59.697 p < .05 < .01 
$30,000 - $34,999 x^ = 46.362 p < .05 < .01 
$35,000 & over x^ - 39.549 p < .05 < .01 
The data support the alternative hypothesis that there 
is a relationship between salary and job satisfaction. 
Ill 
Hypothesis 3. There is no significant relationship 
between the economic conditions of the United States, the 
salaries of doctoral graduates and job satisfaction. 
This hypothesis was tested against the alternative 
hypothesis that there is a relationship between the variables 
of economic conditions and job satisfaction. Findings 
suggest that the variables are dependent upon each other 
(related). The chi-square value was tested at the .05 level 
of significance. Table 24 summarizes the findings of the 
test of independence. 
Table 24. Relationship between the economic conditions, 
salaries, and job satisfaction 
Count 
Row pet Greater Less No change 
Col pet Row 
Tot pet 1 2 3 Total 
Yes 1 22 12.3 
62.9 
5.6 
138 
77.1 
80.7 
35.3 
19 
10.6 
10.3 
4.9 
179 
45.8 
190 
48.6 
22 
5.6 
No 2 
13 
6.8 
37.1 
3.3 
26 
13.7 
15.2 
6.6 
151 
79.5 
81.6 
38.6 
Ihdecided 3 0 0.0 
0.0 
0.0 
7 
31.8 
4.1 
1.8 
15 
68.2 
8.1 
3.8 
Column 
Total 
35 
9.0 
171 
43.7 
185 
47.3 
391 
100.0 
Note, _ 185.150, df = 4, significance = 0.000 
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A Cramer's V of 0.48659 was reported, indicating a 
positive relationship. A negative Kendall's Tau B of -.56234 
was reported, indicating the magnitude of dissimilarity in 
ranking of items among the respondents. 
As illustrated in Table 24, the test was highly 
significant at the .05 level of significance. The null 
hypothesis was, therefore, rejected. There is a significant 
relationship between economic conditions of the United States, 
the salaries of doctoral graduates, and job satisfaction. 
This finding supports the results presented for items 
21 and 22, pages 98 and 99. 
Hypothesis 4. There is no significant relationship 
between factors that increase job satisfaction among doctoral 
graduates. 
This hypothesis was tested by comparative analysis of 
item mean ratings and by the Pearson product moment corre­
lation coefficient. Since the variables age and income 
were found to have higher values on both chi-square testing 
and multiple regression prediction than the other variables, 
they were included in the correlation matrix (Table 25) . 
The variable age was the one variable by which the 
entire sample could be grouped according to at least one 
category for purposes of determining consensus of respondents 
on job satisfaction among the job facets/activities. 
Table 25. Relationship between age, income, importance and job satisfaction 
Groups Mean Ratings 
Age Salary Importance Satisfaction r P 
25 & Under 2 .3636 2 .3788 .5663 .001 
26 - 35 2 .8430 2 .5506 .4076 .019 
36 - 45 2 .9433 2 .6530 .4193 .015 
46 - 55 2 .8861 1 .6400 .6739 .000 
Over 55 2 .7809 2 .5673 .7689 .000 
Under $19,999 2, 8212 2 .2485 .2414 .176 
$20,000 - $24,999 2. ,9118 2, 5636 .2103 .240 
$25,000 - $29,999 2, 9182 2. ,6330 .3755 .031 
$30,000 - $34,999 2. 9852 2. ,6785 .5782 .000 
$35,000 and Over 2. 7882 2. 6603 .8174 .000 
25/Under & $30,000 - $34,999 2. 3636 2. ,3788 .5663 .001 
26 - 35 and Less than $19,999 2. 5315 1. 9764 .6130 .000 
26 - 35 and $20,000 - $24,999 2. 9494 2. 7621 .3012 .089 
26 - 35 and $25,000 - $29,999 2. 7667 2. 3952 .4092 .018 
26 - 35 and $30.000 - $34,999 3 . 0455 2. 2424 .6473 .000 
26 - 35 and $35,000 and Over 
36 - 45 and Less than $19,999 
36 - 45 and $20,000 - $24,999 
36 - 45 and $25,000 - $29,999 
36 - 45 and $30,000 - $34,999 
36 - 45 and $35,000 and Over 
46 - 55 and Less than $19,999 
46 - 55 and $20,000 - $24,999 
46 - 55 and $25,000 - $29,999 
46 - 55 and $30,000 - $34,999 
46 - 55 and $35,000 and Over 
Over 55 and $20,000 - $24,999 
Over 55 and $25,000 - $29,999 
Over 55 and $30,000 - $34,999 
Over 55 and $35,000 and Over 
2 .5630 2.4006 .4428 .010 
3 .1136 2.2045 .1253 .487 
2 .9339 2.5152 .0572 .752 
2 .9909 2.7339 .2691 .130 
2 .9958 2.6688 .5050 .003 
2 .8339 2.6642 .7843 ,000 
2 .7142 2.5721 .4819 .005 
3 ,0085 2.4324 .2138 .232 
2, 8558 2.5748 .4918 .004 
3. 0385 2.7470 .6000 .000 
2. 7364 2.6452 .8905 .000 
2. 4015 2.2500 .9280 .000 
2. 7727 2.3567 .6901 .000 
2. 8667 2.6245 .7824 .000 
2. 8133 2.7209 .7592 .000 
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Item mean ratings and correlations, with supporting 
probabilities are provided in Table 25 for each age group, 
each income group, and combination of age and income groups. 
Pearson product moment correlation coefficients between 
items and item mean ratings supported the alternative hypoth­
esis of a relationship between factors that increase job 
satisfaction. As illustrated in Table 25, the correlations 
ranged from a moderate positive correlation of .0572 to a 
high of .9280, with probabilities significant at the .05 
level of significance. Based on the significant correlations 
and the rank-ordered item mean ratings, the null hypothesis 
was, therefore, rejected. 
Professional role activities 
In the area of professional role activities, the respon­
dents showed a 63.8% consensus that the "Freedom to institute 
creative and innovative materials into my work" was highly 
important. As Table 26 provides, 50.8% of the recipients 
were highly satisfied with this facet of their jobs. Item 
means, based on the summed item rating scale (page 60), are 
3.515 (importance) and 3.281 (satisfaction). 
Work conditions 
As observed in the area of work conditions, a consensus 
of 54.3% reported "salary/wages" as highly important. A 
smaller percentage of 44.0% was reported to be satisfied with 
Table 26. Degree of importance and satisfaction ratings for professional and 
civic activities 
Highest Percentages 
Job Activities or Facets 
Important 
Highly 
Important Satisfied 
Highly 
Satisfied 
Teaching undergraduate students/ 
or junior employees 45% 34.7% 
Teaching graduate students/ 
senior employees 26 .4% 26.4% 
The non-monetary rewards I receive 
for my effective work 41.2% 40 .2% 
Conducting seminars and workshops 38 .47o 42 .5% 
Freedom to institute creative 
and innovative materials into 
my work 63.8% 50.8% 
Serving as a consultant or guest 
lecturer 35. llo 44 .0% 
Counseling students/employees 44.0% 46 .2% 
Writing articles, papers, or books 33.  4% 44 .2% 
Performing community services 41.  5% 44,  .5% 
Professional association 
participation 42.  77o 46 .5% 
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this facet. Based on the suTnmed rating scale, item means of 
3.472 (importance) and 2.477 (satisfaction) are reported. 
"Retirement benefits" were highly important and received 
a 53% consensus. Slightly less, 44.0% were satisfied with 
these benefits. An item mean of 3.324 for importance and an 
item mean of 2.839 for satisfaction substantiated these 
findings. Table 27 shows item ratings for work conditions. 
Departmental supervision 
When ratings for departmental supervision were analyzed, 
a 59.5% consensus was found that "An honest supervisor who 
lets you know where you stand" ranked highly important. A 
lesser percentage of 35.9% were satisfied with the same facet. 
Item means of 3.369 (importance) and 2.633 (satisfaction) 
were found. 
A consensus of 50% were satisfied with the work facet of 
"Working with a supervisor who has educational opinions 
similar to mine". A mean rating of 2.733 substantiates this 
finding. 
A 59.0% consensus ranked the work facet "Working with 
a supervisor who bases his decisions on intelligence and a 
thorough investigation rather than on emotional reactions" 
as important, while only 37.2% were satisfied with this 
facet of their jobs. Respective mean ratings are 3.382 and 
2.693. Table 28 shows ratings for departmental supervision. 
Table 27. Degree of importance and satisfaction ratings for work conditions 
Job Activities of Facets 
Highest Percentages 
Highly Highly 
Important Important Satisfied Satisfied 
Opportunity for promotions 
Tenure granting procedures 
Retirement benefits 
Travel benefits 
Salary, wages 
Desireable residential community 
located close to my institution 
Fair compensation (salary and 
fringe benefits) relative to 
people outside of academia with 
similar training 
My job security 
Evaluation of my work by my 
department 
Evaluation of my work by my 
institution 
44.7% 
43.57o 
44.0% 
46.57o 
34.9% 
53.0% 
54.3% 
51.5% 
48.0% 
47.2% 
29.1% 
31.2% 
44.0% 
34.2% 
35.7% 
29.9% 
43.7% 
42.5% 
41.2% 
47 .5% 
Table 28. Degree of importance and satisfaction ratings for departmental 
supervision 
Job Activities or Facets 
Highest Percentages 
Highly Highly 
Important Important Satisfied Satisfied 
Departmental supervision that 
organizes my department into a 
coherent unit 
Working with a supervisor who 
provides detailed direction to 
my work 
Working with a supervisor who 
encourages participative 
decision-making 
Working with a supervisor who 
praises good work 
An honest supervisor who lets 
you know where you stand 
Working with a supervisor who 
has educational opinions similar 
to mine 
32.7% 
47.0% 
44.2% 
42.5% 
59.5% 
39.7% 
35.7% 
38.2% 
36.9% 
41.7% 
35.9% 
50.0% 
Working with a supervisor who 
his decisions on intelligence and 
a thorough investigation rather 
then on emotional reactions 59.0% 37.2% 
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Relationship with colleagues 
In the analysis of the relationship with colleagues area, 
a 53.5% consensus ranked "Working with highly intelligent 
colleagues" as important, and 52.8% were satisfied with this 
facet of their work. Mean ratings of 3.118 (importance) and 
2.902 (satisfaction) are reported. 
Although less than half (48.7%) ranked the facet 
"Working with colleagues who respect my personal privacy" as 
important, and an even smaller percentage (32.9%) ranked the 
facet as highly important, 56.8% of the respondents were 
satisfied with this work facet of their jobs. Reported mean 
ratings are 3.033 (importance) and 3.025 (satisfaction). 
Another 50.5% of the respondents were satisfied with the 
facet "Working with colleagues who challenge me and force me 
to put forth my best effort on the job". Item mean ratings 
for this work facet were 3.143 (importance) and 2.874 (satis­
faction). Table 29 shows relationship with colleagues ratings. 
Overall job satisfaction 
There was a general consensus of overall job satisfaction 
reported by 50.3% of the doctoral recipients. Tables 26, 27, 
28, and 29 show percentage ratings of the responses for each 
item in the following areas: (1) professional and civic role 
activities, (2) work conditions, (3) departmental supervision, 
and (4) relationship with colleagues. 
Table 29. Degree of importance and satisfaction ratings for relationship with 
colleagues 
Job Activities or Facets 
Important 
Highest Percentages 
Highly Highly 
Important Satisfied Satisfied 
Working with highly intelligent 
colleagues 
Working with colleagues who 
respect my personal privacy 
Working with colleagues who 
challenge me and force me to 
put forth my best effort on 
the job 
Working with colleagues whose 
religious or ethnic backgrounds 
are similar to mine 
Working with graduate assistants 
and/or interns 
53.5% 
48.7% 
48.7% 
31.9% 
52.8% 
56.8% 
50.5% 
*47.5% 
39.2% 
Note. *55.3% of the respondents ranked colleagues religious or ethnic 
background as not important. 
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Hypothesis 5. There is no significant relationship 
between the importance of job facets/activities and job 
satisfaction. 
A Pearson product moment correlation coefficient of 
.5532 was reported between importance and satisfaction for 
the job facets/activities. This clearly indicates a relation­
ship between importance and job satisfaction. The correlation 
was tested at the .05 level of significance with a probability 
of .001. 
The null hypothesis of no relationship is rejected and 
the alternative hypothesis is accepted. There is a relation­
ship between the importance of job facets/activities and job 
satisfaction. 
This relationship is illustrated by the scattergram 
(Figure 7). Table 30 provides overall item mean ratings 
for each questionnaire item. 
Chapter V provides conclusions and recommendations 
based on the analyses and findings in this chapter. 
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Figure 7. Scattergram of relationship between importance and 
satisfaction 
Table 30. Overall item mean ratings and standard deviations 
Questionnaire Items 
Importance Satisfaction 
X S X S 
Professional and Civic Activities 
25. Teaching undergraduate students 
or junior employees 2.64 1.62 2.54 1.55 
26. Teaching graduate students 
or senior employees 1.97 1.67 2.01 1.70 
27. The non-monetary rewards I receive 
for my effective work 3.08 1.05 2.75 1.12 
28. Conducting seminars and workshops 2.37 1.37 2.54 1.40 
29. Freedom to institute creative and 
innovative materials ir.to my work 3.52 .80 3,28 .93 
30. Serving as a consultant or guest 
lecturer 2.52 1.30 2.71 1.31 
31. Counseling students or employees 3,10 1.12 2.10 1.09 
32. Writing articles, papers, or books 2.42 1.23 2.42 1.20 
33. Performing community services 2.64 1.12 2.79 1.11 
34. Professional association participation 3.03 1.02 2.92 1.01 
Table 30 (continued) 
Questionnaire Items 
Work Conditions 
35. Opportunity for promotions 
36. Tenure granting procedures 
37. Retirement benefits 
38. Travel benefits 
39. Salary, wages 
40. Desirable residential community 
located close to my institution 
41. Fair compensation (salary and fringe 
benefits) relative to people outside 
of academia with similar training 
42. My job security 
43. Evaluation of my work by my department 
44. Evaluation of my work by my institution 
Importance Satisfaction 
X S X S 
3,10 1.17 
2.46 1.57 
3.32 .94 
2.92 1.10 
3.47 .69 
3.27 .99 
3.26 .97 
3.31 .82 
3.10 1.08 
3.133 1.00 
2.40 1.22 
2.08 1.44 
2.84 1.01 
2.23 1.15 
2.48 1.02 
3.18 1.05 
2.23 1.12 
2.94 1.51 
2.71 1.13 
2 . 6 6  1 . 1 0  
Table 30 (continued) 
Questionnaire Items 
Departmental Supervision 
45. Departmental supervision that organizes 
my department into a coherent unit 
46. Working with a supervisor who provides 
detailed direction to my work 
47. Working with a supervisor who encourages 
participative decision-making 
48. Working with a supervisor who praises 
good work 
49. An honest supervisor who lets you know 
where you stand 
50. Working with a supervisor who has 
educational opinions similar to mine 
51. Working with a supervisor who bases his 
decisions on intelligence and a thorough 
investigation rather than on emotional 
reactions 
Relationship with Colleagues 
52. Working with highly intelligent 
colleagues 
Importance 
X S 
3.11 1.16 
2.31 1.25 
3.14 1.08 
3.14 1.02 
3.37 1.01 
2.70 1.12 
3.38 .98 
Satisfaction 
X S 
2.41 1.13 
2.27 1.21 
2.65 1.18 
2.59 1.11 
2.63 1.16 
2.63 1.08 
2.69 1.14 
3.12 .79 2.90 .84 
Table 30 (continued) 
Questionnaire Items 
Importance Satisfaction 
X S X S 
53. Working with colleagues who respect 
my personal privacy 3.03 .96 3.03 .91 
54. Working with colleagues who challenge 
me and force me to put forth my best 
effort on the job 3.14 .87 2.87 .89 
55. Working with colleagues whose religious 
or ethnic backgrounds are similar to 
mine 1.36 1.00 2.61 1.34 
56. Working with graduate assistants 
and/or interns 1.90 1.49 1.94 1.50 
Overall Satisfaction 
57. What is the best description of your 
overall attitude toward your present 
position? 3.38 .71 2.96 .85 
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CHAPTER V: CONCLUSIONS AND RECOMMENDATIONS 
This study has explored the primary job satisfaction 
facets of doctoral graduates from industrial education 
programs. The study was designed to investigate, compare 
and analyze the employment status of industrial education 
doctoral degree recipients in relation to their professional 
training, experience and their perceived degree of job 
satisfaction. 
The preceding four chapters included the introduction 
and background information, review of related literature, 
methods and procedures, and findings. This chapter includes 
a summarization of the findings presented in Chapter IV, e.g. 
conclusions based on the findings, implications of the find­
ings , and recommendations for further study. 
Summary and Conclusions 
The purpose of this study was to compare and analyze 
the degree of job satisfaction through an investigation of 
certain demographic variables (personal characteristics) 
and job facets/activities. The population of the study 
consisted of all industrial education doctoral degree recip­
ients who graduated between 1972 and 1982 from selected 
institutions within the United States. 
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The demographic information was presented in descriptive 
and tabular formats showing frequencies, percentages, means 
and standard deviations. The overall distribution of the 
sample was presented in tables based on the demographic 
categories requested by the survey instrument. Based on the 
analyses of data and findings presented in Chapter IV, the 
following profile is provided for the doctoral recipients 
who participated in this study: 
1. Position/title/rank. Sixteen percent of the 
doctoral recipients were assistant professors, twenty-seven 
percent associate professors, twenty-one percent were full 
professors and thirty-five percent reported titles or posi­
tions other than academic ranks. The positions and titles 
were varying, e.g., administrators, supervisors, presidents, 
deans, department heads, coordinators, specialists, etc. 
2. Type of degree. More than half (56%) of the 
doctoral recipients had earned the Ed.D. degree, while forty-
four percent possessed the Ph.D. degree. 
3. Tenure/seniority. Sixty percent of the doctoral 
recipients had tenure or seniority, while only thirty-eight 
percent were non-tenured or had no seniority. 
4. Age. Only two respondents were age 25 or under. 
Nine percent were in the age group 25-35, forty-nine percent 
were ages 36-45 (the modal group), thirty-one percent were 
ages 46-55 and eleven percent were over the age of 55. 
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5. Sex. A vast majority (94%) of the respondents 
were male, while only six percent were female. 
6. Ethnic background. Of the 398 respondents, 362 or 
(91%) were White (Causcasian), while only 22 (6%) were Black, 
five or one percent were Asian American and equal proportions 
of three (.8%) were Hispanic, Native American and Norwegian. 
7. Marital status. The majority (84%) of the respon­
dents were married and had children. Five percent were 
single, thirteen (3%) were single parents (divorced), one or 
(.3%) was a single parent (widowed) and seven percent were 
married with no children. 
8. Type of employment institution. A major portion 
(63%) of the respondents were employed in four-year colleges 
or universities. Eleven percent were employed in junior or 
community colleges, eleven percent in elementary or secondary 
schools, three percent in state departments of education, 
three percent in industry or business, two percent in govern­
ment, one percent in nonprofit organizations, two percent 
were self-employed and six percent were employed in various 
Other types of institutions, e.g., vocational technical 
schools. United Nation, hospital, vocational center, etc. 
9. Departmental affiliation: Forty-eight percent of 
the respondents had departmental affiliations that tended 
to combine industrial education or vocational education with 
industrial arts, general education or some other area of 
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specialty. Technology was pre-eminent in the combinations. 
Thirty percent of the respondents had departmental affilia­
tions with industrial education and vocational education, 
fifteen percent were affiliated with industrial education 
only, and nine were affiliated with vocational education only. 
10. Number of employees. Thirty-five percent of the 
respondents were employed in departments with over twenty 
employees, however, the average number of departmental 
employees was between eleven and fifteen. 
11. Years of employment. Twenty-six percent of the 
respondents had been employed 1-5 years, twenty-five percent 
had been employed 6-10 years, twenty-four percent had been 
employed over fifteen years, and fifteen percent for less 
than one year. 
12. Years employed in present position. Forty percent 
of the respondents had been employed in their present posi­
tions 1-5 years, twenty-five percent in their present posi­
tions 6-10 years, fourteen percent in their present positions 
over 15 years, fourteen percent for 11-15 years and only 
seven percent less than one year. 
13. Responsibilities. Eighty-four percent of the 
respondents had teaching responsibilities, including graduate 
and undergraduate students. Thirty-six percent of the respon­
dents had administration responsibilities, twenty-five percent 
had coordinating responsibilities, seventeen percent had 
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supervision responsibilities and twenty percent had research 
responsibilities. Many of the respondents indicated over­
lapping of responsibilities for this item. 
14. Work hours. Sixty-four percent of the respondents 
worked over forty hours per week, while thirty percent worked 
31-40 hours and five percent less than thirty hours per week. 
15. Salary. The salary range was between $25,000 and 
$29,999 for thirty-one percent of the respondents. Equal 
proportions, accounting for a total of fifty percent, earned 
salaries in the ranges of $30,000-$34,999 and over $35,000. 
16. Population where institution is located. A larger 
percentage (39%) of the respondents worked in areas populated 
by 20,000-99,000, while another twenty-three percent worked 
in areas with 100,000-499,000. The remainder of the respon­
dents lived in less densely populated areas. 
17. Employment in major or minor field of study. 
Seventy percent of the respondents were employed in their 
major fields of study. The remainder of the respondents were 
employed either outside of education, in their minor field of 
study, or in an educational field other than their major. 
18. Institution size. Fifty percent of the respondents 
worked in institutions with population sizes under 9,000, 
while the next largest distribution by size of institution 
fell within the 18,000-28,000 range. These institution sizes 
included student enrollment and Lhe total number of employees. 
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19. Career goal. More than half (51%) set teaching as 
their career goal, while thirty six percent reported that 
administration was their career goal. Eighty percent chose 
research and another eleven percent reported Other choices 
of career goals. 
20. Forty-eight percent thought the economic conditions 
of the United States had not directly affected their overall 
job satisfaction, while slightly less (45%) thought that the 
economic conditions had affected their overall job satisfac­
tion. Correspondingly, forty-six percent thought that there 
was no change in their overall job satisfaction, while a 
lesser percentage (43%) thought that their overall job 
satisfaction was less, and this was attributed to the effects 
of the poor economic conditions. 
21. A slight trend of graduate students not pursuing 
the doctoral degree because of limited academic employment 
opportunities was found. The majority of respondents (55%) 
were aware of no graduate students who decided not to pursue 
the degree, however, the mean response indicated Few. 
22. Forty-seven percent of the respondents indicated 
that they would, again, choose to earn the doctoral degree 
if they were not already doctoral recipients. Thirty-two 
percent would not earn the degree again, and twenty percent 
were undecided about earning the degree again. This suggests 
that the majority are satisfied with their doctoral degree. 
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The data were analyzed in relation to the five research 
questions and 14 descriptive questions presented in Chapters 
I and III. The study sought answers to the following 
research questions : 
1. Have career decisions of doctoral graduates 
changed because of the declining opportuni­
ties for academic employment? 
Data related to Items 23 and 24 were analyzed. 
Hypothesis 1. There is no significant relationship 
between career decisions of doctoral graduates and the 
declining opportunities for academic employment. 
The chi-square value was tested at the .05 level of 
significance and was found to be significant. The null 
hypothesis of no relationship was rejected. It was found 
that career decisions of doctoral graduates are a function of 
the opportunities available for academic employment. The 
analysis of the data revealed a slight trend of graduate 
students deciding not to pursue the doctoral degree. It can 
reasonably be assumed that these Few students are being in­
fluenced by speculative prospects of limited employment 
opportunities that are commensurate with their education, 
training and abilities. 
2. Do the following characteristics; age, sex, 
education, income, ethnic group, and marital 
status incluence job satisfaction of industrial 
education doctoral graduates? 
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Hypothesis 2. There is no significant relationship 
between job satisfaction and the demographic variables of 
age, sex, income, education, ethnic group, and marital status. 
The full model regression analysis revealed that the 
demographic variables of age, sex, income, education, ethnic 
group and marital status are significantly related to job 
satisfaction. The variables of age and income derived higher 
chi-square values, mean ratings, and correlations than the 
other variables. Of all the variables, income had the highest 
F-value. Each of the demographic variables in the regression 
model had a positive relationship to overall job satisfaction. 
Although the variables sex, education and ethnic background 
had non-significant F-values, the overall F-value and the 
multiple R values were significant. Based upon this analysis 
the null hypothesis of no relationship between job satisfac­
tion and the demographic variables, was rejected. 
3. Have the current economic conditions of the 
United States had an effect upon the employ­
ment and career expectations of doctoral 
graduates? 
Hypothesis 3. There is no significant relationship 
between the economic conditions of the United States, the 
salaries of doctoral graduates and job satisfaction. 
Findings and results suggested that the variables were 
dependent upon each other. The chi-square value was tested 
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at the .05 level of significance and found to be significant. 
The null hypothesis of no relationship was rejected. There 
is a relationship between the economic conditions, salaries, 
and job satisfaction of doctoral graduates. 
Since salaries are often dependent upon the conditions 
of the economy, the economic conditions were found to be 
directly related to job satisfaction of the doctoral degree 
recipients. 
4. Is there a consensus on factors that increase 
employment/job satisfaction among graduates? 
Hypothesis 4. There is no significant relationship 
between factors that increase job satisfaction among doctoral 
graduates. 
To analyze hypothesis 4, the data were reorganized into 
a descriptive format reporting the frequencies and percentages 
of the sample respondents who rated items important, highly 
important, satisfied or highly satisfied. 
Varying item mean ratings ranging from 3.00, and items 
(facets or activities) with a 50% or greater consensus were 
used. Also, Pearson product moment correlation coefficients 
were derived from correlations between importance and satis­
faction, and when tested at the .05 level of significance, 
were found to be significant. 
Based on the data analysis related to hypothesis 4, the 
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null hypothesis was rejected, and consensus factors reported. 
The "freedom to institute creative and innovative 
materials into my work" was highly important, and over one-
half of the respondents (50.8%) were highly satisfied with 
this job activity. 
Of all the job facets or activities, this activity was 
rated highly important by more respondents than any other 
job facet/activity. 
Other activities that were rated highly important by over 
half of the respondents included "salary/wages," "retirement 
benefits," and "working with an honest supervisor." 
"Working with a supervisor who bases his/her decisions 
on intelligence and a thorough investigation rather than on 
emotional reactions" was highly important. Supervisory traits 
were highly valued by more than half of the respondents. The 
data analysis indicated that the respondents valued objective, 
honest, decisive supervision that would encourage involvement 
in the decision-making process. 
"Working with highly intelligent colleagues" was rated 
-as highly important by more than half (53.5%) of the respon­
dents. In addition, over half (52.8%) were satisfied with 
this activity. Over half (56.8%) of the respondents valued 
considerate colleagues and were satisfied with che facets of 
"working with colleagues who respect my personal privacy" and 
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"Working with colleagues who challenge me and force me to put 
forth my best effort on the job". 
5. Is there a relationship between importance of the 
job facets or activities and job satisfaction? 
Hypothesis 5. There is no significant relationship 
between the importance of job facets/activities and job 
satisfaction. 
The Pearson product moment correlation coefficient was 
significant. However, the moderate value of the correlation 
indicates some dissimilar ratings between importance of the 
facet or activity and job satisfaction. 
From observation of the frequencies and percentages of 
the item ratings, it was apparent that many items were highly 
important, however, the degree of satisfaction was of a lower 
rating. The null hypothesis of no relationship was rejected. 
There is a relationship between importance of job facets or 
activities and job satisfaction. 
It was interesting to note that the intrinsic job dimen­
sions (those related to professional and civic activities, 
Table 26) were considered to be highly important to slightly 
less than one-half (49%) of the respondents, while 44% were 
satisfied with the intrinsic factors. However, only 37% were 
highly satisfied with these intrinsic factors. 
The extrinsic job dimensions (those related to work 
conditions, Table 27) were considered to be highly important 
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by 48% of the respondents. A lesser percentage of 36% was 
satisfied with the extrinsic job dimensions. Based on these 
analyses, it can be stated that intrinsic and extrinsic job 
dimensions contributed to the overall job satisfaction of 
the participants in this study. In addition, data related 
to questionnaire Item 56 indicated that one-half of the 
participants are satisfied with their jobs overall. 
Overview 
What makes a job satisfying or dissatisfying does not 
depend exclusively on the nature of the job. Certain indi­
vidual orientations tend to act as factors relating to the 
employee's perceptions of the work situation, and therefore, 
to job satisfaction. 
Job satisfaction occurs when the job fulfills individual 
expectations and compliments individual characteristics. It 
will vary from one situation or group to another. Job satis­
faction, is therefore, continuously changing, relative to 
individual applications. 
This study began with an exploration of previous studies 
and the variables associated with job satisfaction. Based on 
the review of literature, and supported by findings in this 
study, it can be stated that the two variables of age and 
income are related to job satisfaction. 
The information presented in this study provides that as 
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age goes up, so does the mean job satisfaction. Furthermore, 
as the correlations, means and probabilities (Table 25) 
illustrate, the correlation between job importance and job 
satisfaction increases in magnitude as age goes up, as salary 
goes up, and as combinations of age and salary go up. This 
increase in magnitude indicates an increase in the relation­
ship between job satisfaction and importance of job facets or 
activities. Also found in the group combinations of age and 
income ; when one of the variables was low, e.g., younger age 
and high income or older age with low income, the correla­
tions with job satisfaction tended to be moderate to low. 
These findings collaborate the research conducted by 
Hertzberg et al. (1957), and Hulin and Smith (1965). 
In the regression analysis, neither sex, education, nor 
ethnic background had significant F-values (separately), 
however, the overall F-value for the regression analysis of 
variance was significant. This indicates that as a part of 
the total individual, the variables make significant contri­
butions to overall job satisfaction. The low F-values of 
these variables might be attributed to the low distribution 
for each variable. For example, the overwhelming majority 
of the respondents were male. Thus, because of the small 
sample of females, results for the variable sex should be 
considered with caution. Similarly, because of sample limi­
tations, no conclusions could be made beyond stating the 
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magnitude of the statistics for education and ethnic back­
ground. All of the respondents were of the same educational 
level - the doctorate. Ninety-one percent of the respondents 
were white. 
These findings confirm that the field of industrial 
education has historically been and still is, dominated by 
educators who are of the white ethnic background and the male 
gender. 
Though no statistics are provided, observations of the 
responses by non-whites indicated that they are overall 
satisfied with their jobs. Because of the limited number 
of female respondents, no generalizations could be made 
regarding this gender. Any statement regarding minority 
groups is made with extreme caution because of the small 
sample, and should be considered suggestive, not conclusive. 
It should be noted that despite the obvious attractive­
ness of high salaries in industry, the majority of partici­
pants in this study were employed in educational institutions. 
Although salary was ranked highly important by more than 
fifty percent (54%), only thirty-six percent were satisfied 
with their income, and a portion (12%) of those were employed 
outside of education. 
Career decisions of doctoral graduates and the declining 
opportunities for academic employment were found to be 
related. The doctoral recipients indicated that they would 
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choose to earn the doctoral degree if they did not now possess 
it. This suggests that they are satisfied with the benefits 
and rewards of having earned a doctoral degree. In spite of 
the economy, graduate students are continuing to earn the 
doctoral degree. 
The downward trend in the economy of the United States 
was found to be related to job satisfaction (based on the 
perceptions of the respondents) and attributed to the effects 
of the economic conditions upon salaries, fringe benefits, 
and the degree of satisfaction ratings by respondents. 
Pertinent comments provided by several respondents 
suggest some dissimilarity in assessment of the economic 
conditions. While a major portion of the respondents did not 
reject the concept presented in this study pertaining to the 
economy, a small portion expressed apprehension or dissagree-
ment. Following are typical comments of participants which 
suggest controversial opinions pertaining to the economic 
conditions : 
"I think items 21 and 22 (pertaining to economic 
conditions) are relative to where one lives... 
I am in Iowa frequently and have seen how bad 
the employment situation is there. However, in 
other parts of the country, it is pretty good." 
"The last ten years have been very good." 
"...lack of a pay raise this year and a 
minimal one last year, and next year is 
disgusting." 
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"The past three years have yielded a poor 
selection of industrial education teacher 
education positions. Quality programs have 
been cut back. Many of my colleagues have 
either been forced into positions they 
normally would have not taken or are 
presently employed in managerial positions." 
"I am outside of academia and much better 
paid!" ($40K+) 
"I really enjoy the many facets of this job, 
however, the monetary remuneration (lack of) 
is frustrating." 
"...limited employment opportunities in 
adacemia and low salary!" 
"With respect to Part I, questions 21 and 22: 
1. Economic conditions in higher education 
could not provide me with adequate 
compensation to leave my teaching position 
in the public school. Also, job security 
and retirement benefits would have been 
forfeited with a career change to a higher 
education position. 
2. My spouse and I are a dual career family. 
She also holds a Ph.D and has tenure at 
an institution of higher education. Dual 
career academic changes are not easy to 
facilitate." 
"I have not pursued a college or university 
position because of the extremely low beginning 
salaries and the low salaries paid to department 
chairpersons. Not only would I have taken a 
large pay cut, but I would have been out of 
the additional moving expenses." 
One-half of the participants were satisfied with their 
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their jobs. They were especially satisfied with the intrinsic 
job dimensions of their work. They were dissatisfied with 
departmental supervision and the extrinsic job dimensions of 
travel, promotions, salary, and evaluation by their institu­
tions. The job facet "Fair compensation relative to people 
outside of academia with similar training" received the 
largest percentage (27%) among those not satisfied. Neverthe­
less, slightly more (29%) were satisfied with this job facet. 
Of least importance to the respondents was the job facet 
"Working with colleagues whose religious or ethnic backgrounds 
are similar to mine." It was rated not important by 55.3%. 
Employers, industrial educators, the scientific and 
professional community, as well as the nation can benefit 
from accurate, up-to-date information pertaining to job 
satisfaction of doctoral degree recipients. Obviously, their 
potential contributions to the total society are limitless. 
Graduate schools have evidenced vital interest in 
follow-up studies of their graduates. Aspects of this 
interest include the number of graduates, location of the 
graduates, employment plans prior to and following graduation, 
and their current employment status. The cooperation of the 
department heads and chairpersons who responded to this 
researcher's initial request for participation gives evidence 
that graduate schools are interested in follow-up studies of 
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their doctoral graduates. Ninety-five percent of those 
graduate schools contacted responded by promptly providing 
the information requested to begin this study. 
It was perceived to be important to contribute informa­
tion to the present knowledge base pertaining to the attitudes 
that doctoral recipients have toward their diverse profes­
sional roles. It was further perceived that job designers 
and doctoral program developers need to have a broader 
perspective on potential means of promoting job satisfaction, 
as well as, an awareness of the constantly changing nature of 
job satisfaction. 
Limitations 
As in most research, some limitations must be recognized 
in order to utilize the findings of a study. 
1. The study was limited to doctoral graduates of 
industrial education and industrial-vocational 
technical education programs who completed the 
degree requirements during the ten-year period 
of study (1972-1982). 
2. The questionnaire was developed specifically for 
this study, and has not undergone the extensive 
and repeated tests of reliability and validity 
which occur only after many applications and 
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refinements. 
3. Implications made from these findings and 
results should be made with caution, and 
should be constrained to the magnitude of 
the statistics derived. 
Recommendations 
Any profession that wishes to grow must engage in the 
challenge of research. As in most research studies, insights 
and implications are gained based on findings and results 
of the study. Implications of this research suggest that 
future research be designed as follows: 
1. Since there was some discrepancy concerning 
the concept of "poor economic conditions," 
a study is recommended that will be designed 
to compare job satisfaction, based on the 
regional area or location of the respondent. 
Pertinent comments offered by a small portion 
of the respondents indicated that the area in 
which one lives determines whether or not the 
the economy has a negative or positive affect 
upon job satisfaction. 
2. A longitudinal study should be conducted, using 
a validated data collection instrument, ten 
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years later, hopefully, during an upward 
trend in the economy, rather than the 
downward trend investigated in this study. 
3. A study of recruitment procedures is suggested 
that would explore ways and means to increase 
recruitment of non-whites and women into the 
industrial education field. 
4. Despite the obvious attractiveness of high 
salaries outside of education, the majority of 
the respondents are employed in educational 
institutions. Based on this information, a study 
is proposed to determine what factors contribute 
to the high retention of doctoral recipients in 
the teaching profession. 
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Dr. William D. Wolansky, Major Professor 
"Dr. Thomas H. Arcy 
Dr. Trevor G. Howe 
Dr. Thomas J. Kelly 
Dr. Donald H. McKay 
Dr. David L. Williams 
"Dr. Arcy recently left the university, however, his 
contribution cannot be overlooked. 
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INFORMATION OH THE. USE Of HUMAN SuBJECTS lH R&S&ARLH 
I  QUA ^TATE UNIVERSITY 
(Please follow the accompanying Instructions for completing this forni.) 
0 ^ Title of project (please type): A Follow-up Study fn Tntrpgf-i gai-o fhp DPCTT-PO 
of Job Satisfaction of Industrial Education Doctoral Graduates. 
! 2.) I  w^ree to provide the proper surveil lance of this project to Insure that the rights 
and k:I fare of the human subjects are properly protected. Additions to or changes 
in procedures affecting the subjects after the project has been approved wil l be 
s u b m i t t e d  t o  t h e  c o m m i t t e e  f o r  r e v i e w .  y n P )  ^  
Verma L. Ken tie Jones 8/18/83 llph/-r^fi^ 
Typed Named of Principal Investigator Date Signature of'Pr^cipa"! Investigator 
154-H, University Village 292-6601 
Campus Address Campus Telephone 
Signatures of others (If any) Date Relationship to Principal Investigator 
9/19/83 Mai or Professor 
© 4.) ATTACH an additional page(s) (A) describing your proposed research and (B) the subjects to be used, (C) Indicating any risks or discomforts to the subjects, and 
(D) covering any topics checked below. CHECK all boxes applicable. 
I  I Medical clearance necessary before subjects can participate 
i I Samples (blood, t issue, etc.) from subjects 
i ; AcnInistration of substances (foods, drugs, etc.) to subjects 
I I Physical exercise or conditioning for subjects 
f j  Deception of subjects 
! i  Subjects under 14 years of age and(or) Q Subjects 14-17 years of açî 
I  I Subjects In Institutions 
i i Research -ust be approved by another Institution or agency 
© ATTACH an exa.-nple of the material to be used to obtain Informed consent and CHECK wr.Ich type wil l be used. 
[ :  Sigied informed consent wil l  be obtained. 
f.odified informed consent wil l  be obtained. 
Month Cay Year 
A": i :  i pared date on which subjects wil l be f irst contacted: 8... 31 83_ 
Art icipated date for last contact .with subjects: _11 _30 83 
, 7 . )  I f  A p p l i c a b l e :  A n t i c i p a t e d  d a t e  o n  w h i c h  a u d i o  o r  v i s u a l  t a p e s  w i l l  b e  e r a s e d  a n d ( o r )  
— identif iers wil l be removed from completed survey Instruments: 
Month Cay Year 
(2^ Signature of Head or Ch^rperson Date Department or Administrative Unit 
~ ? y ^ / g / /  7 / 7  I n d u s t r i a l  E d u c a t i o n  
Decision of the University Committee on the Ûse"of HÛriân"sûbJêcts~Tn~RësêârchT 
Project Approved Q Project not approved ^ Q No^ct ion required 
George G. Karas /T/T 
Sane cT Co.imi ttee Chairperson date Slonature or Cormi ttee Cna i  roerson 
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APPENDIX C: INITIAL LETTER TO DEPARTMENT CHAIRPERSONS, 
DEPARTMENT HEADS, AND ACTING HEADS 
loWfl -Stfltc LJuiVCrSltlj of Science and Technolo Ames. Iowa 50011 
September 1, 1983 
College of Education 
Industrial Education 
Telephone 515-294-1033 
Dear Sir: 
I am a graduate student working toward the Ph. D. degree in 
industrial education and technology at Iowa State University. 
As a part of the degree requirements, I am conducting a study 
to investigate the degree of job satisfaction of industrial 
education doctoral graduates. It is my privilege to be doing 
my research study under the direction of Dr. Wdlansky, who is 
my major professor. 
The purpose of this study is to contribute to the present 
knowledge base of information pertaining to job satisfaction 
of recent doctoral graduates. We know that job satisfaction 
is a significant factor influencing human behavior within any 
organizational setting. 
Your university has been selected from among the most out­
standing institutions having had a large number of industrial 
education doctoral graduates over the past years. I am, 
therefore, requesting your assistance and participation in 
this study. 
I would like to have the names and addresses of all industrial 
education doctoral graduates from your institution who graduated 
during the ten-year period 1972-1982. 
If your institution is willing to participate in this study, 
please supply the list of names and addresses of your doctoral 
graduates to us within the following four weeks. 
Your cooperation is greatly appreciated. 
Sincerely yours. 
Industrial Education" and 
Coordinator of International Industrial Education 
and Technology Education Programs 
College of Education 
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IOWA STATE 
College of Education 
Indu.strial Education and Technology 
Ames. Iowa 50011 
UNIVERSITY Telephone: 515-294-1033 
January 23, 1984 
Dear Industrial Education Doctoral Recipient; 
As a candidate for the Ph. D. degree in industrial education at Iowa 
State University, I am conducting a study to investigate the degree of 
job satisfaction of doctoral graduates of industrial education programs. 
The purpose of this study is to contribute to the present knowledge base 
of information pertaining to job satisfaction of recent doctoral graduates. 
I am conducting a survey of industrial education doctoral graduates from 
selected universities within the United States who graduated during the 
ten-year period of 1972-1982. Your university is one of those selected 
from among the most outstanding institutions with industrial education 
doctoral graduates. I am, therefore, requesting your participation in 
this study. 
If you are willing to participate in this study, please take a few minutes 
to complete the enclosed Job Satisfaction Questionnaire and mail it back 
to us. Every attempt has been made to ask as few questions as possible 
and develop a questionnaire which will require minimum time for response. 
As time is critical for our completion of this study, will you please 
provide your valued input by returning the completed questionnaire 
within the following three weeks? A stamped, self-addressed return 
envelope is provided for your mailing convenience. 
Responses will not be individually identifiable, therefore, please be 
assured of complete anonymity of any information you may provide. Thank 
you in advance for your contribution to this study. 
Sincerely, 
Industrial Education 
and Technology 
Coordinator of International Education 
Programs, College of Education 
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JOB SATISFACTION QUESTIONNAIRE VLKJ 
PART I: PERSONAL CHARACTERISTICS AND DEMOGRAPHIC INFORMATION 
DIRECTIONS: Please place an (X) in the appropriate space for each of the 
following questions: 
1. Position/Title/Rank? 
/ / 1. Assistant Professor 
/ / 2. Associate Professor 
/ / 3. Full Professor 
/ / 4. Other (Please specify) 
2. Type of Doctorate Degree? 
rj 1. Ph. D. /%/ 2. Ed. D. 
3. Do you have tenure/seniority? 
n 1. Yes n 
II 3. Other 
2. No 
4. Age? 
r~T 1. 25 and Under 
l_l 2. 26 - 35 
I I  3 .  3 6 - 4 5  
/_/ 
/ / 
4. 46 - 55 
5. Over 55 
5. Sex? 
n 1. Female 
6. Ethnic Background? 
/ / 2. Male 
/ / 1. Black, Non-Hispanic 
/ / 2. Hispanic 
/_/ 3. White 
/ / M- a Native American (American Indian 
/ / 5. Asian American 
/_/ 6. Other (Please specify) 
7. Marital Status? 
rj 1. Single / / 4. Married (have children) 
/ / 2. Single Parent (divorced) / / 5. Married (no children) 
/ / 3. Single Parent (widowed) 
8. Type of Institution where you are employed? 
/ / 1. College or university (4-year or higher) 
/ / 2. State Department of Education 
/ / 3. Junior or Community College 
/ / 4. Elementary or Secondary School 
/ / 5. Industry or Business 
/ / 6. Foreign Government: / / State / / Local 
/ / 7. U. S. Government: /_/ State / / Local 
/ / 8. Non profit Organization 
/ / 9. Self-Employed 
/ / 10. Other (Please specify) 
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9. Departmental Affiliation? 
n 1. Industrial education only 
/ / 2. Industrial education and vocational education 
/ / 3. Vocational education only 
II 4. Other (Please specify) 
10. Number of employees in your department? 
/ / 1. 5 or Fewer / / 4. 16-20 
/_/ 2. 6 - 10 5. Over 20 
/_/ 3. 11 - 15 
11. Number of years you have been employed at the present institution? 
/ / 1. Less than 1 year / / 4. 11-15 years 
/  /  2 .  1 - 5  y e a r s  5 .  O v e r  1 5  y e a r s  
/  /  3 .  6 - 1 0  y e a r s  
12. Number of years you have been employed in your present position? 
/ / 1. Less than 1 year / / 4. 11-15 years 
/  /  2 .  1 - 5  y e a r s  / / 5. Over 15 years 
I I  3 .  6 - 1 0  y e a r s  
13. Primary employment responsibilities? (You may check more than one 
category if necessary). 
/ / 1. Teaching undergraduate students/junior employees 
/ / 2. Teaching graduate students/senior employees 
/ / 3. Administrât ion 
/ / 4. Coordinating 
/ / 5. Supervision 
/ / 6. Research 
/ / 7. Other (Please specify) 
14. Approximate number of working hours per week? 
/ / 1. Less than 30 hours / / 2. 31-40 hours / / 3. Over 40 hours 
15. Approximate total annual salary from your current position (based on a 
9-month appointment) to the nearest thousand dollars? 
£7 1. Less than $19,999 FJ 4. $30,000 - $34,999 
/_/ 2. $20,000 - $24,999 /_/ 5. $35,000 and Over 
/_/ 3. $25,000 - $29,999 
16. Approximate residential population of the geographical area where.your 
institution is located? 
ri 1. Under 19,000 £7 4. 500,000 - 1 million . 
/_/ 2. 20,000 - 99,000 l_l 5. Over 1 million 
/_/ 3. 100,000 - 499,000 
17. Size of Institution where you are employed? (Population) 
£7 1. Under 9,000 fj 3. 19,000 - 27,000 
1 1 1 .  1 0 , 0 0 0  -  1 8 , 0 0 0  /  /  4 .  O v e r  2 8 , 0 0 0  
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18. Check the item that best describes your current position in relation to 
your educational background. 
/ / 1. Employed in major field of study 
/ / 2. Employed in minor field of study 
/ / 3. Employed In an educational field other than that for which 
you specifically prepared. (Specify) 
19. In what vocational/career service area is your primary educational 
background? 
20. What is your primary career goal? 
/ / 1. Teaching /_/ 3. Research 
/ / 2. Administration / / 4. Other 
21. Would you say that the poor economic conditions of the United States 
have had a direct affect upon your overall job satisfaction? 
(Poor economic conditions refers to record unemployment, educational 
budgetary constraints, low salaries, etc.) 
fj 1. Yes /T 2. No £T 3. Undecided 
22. Would you say that the poor economic conditions of the United States have 
caused your overall job satisfaction to become Greater or Less? 
/ / 1. Greater / / 2. Less / / 3. No change 
23. Are you aware of any graduate students who have decided not to pursue 
the doctoral degree because of limited employment opportunities? 
/ / 1. Few / / 2. Many / / 3. None 
24. If you had the opportunity to start your career over, would you again 
choose to earn a doctorate degree in Industrial Education? 
n 1. Yes /T 2. No /T 3. Undecided 
DIRECTIONS: PARTS II, III, IV, V, AND VI 
Please assess your feelings pertaining to the following job activities you 
performed during the past year by circling the number which corresponds to the 
Degree of Importance that you place on the activity. Then circle the number 
which corresponds to the Degree of Satisfaction you receive from each work 
activity. Please use the RESPONSE KEY below: 
Degree of Importance Degree of Satisfaction 
1 = NI = Not Important 1 = NS = Not Satisfied 
2 = SI = Somewhat Important 2 « SD " Somewhat Dissatisfied 
3 = I = Important 3 » S = Satisfied 
4 = HI =• Highly Important 4 « HS = Highly Satisfied 
NA = Not Applicable 
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EXAMPLES: Importance Satisfaction 
^ NI SI I HI NS SD S HS 
1. Opportunities for advancement / / 123® 1(2)3 4 
This response indicates that the work facet T 
is Highly Important to the respondent ——— ' 
This response indicates that the respondent 
was Somewhat Dissatisfied with this work 
facet during the past year 
Importance Satisfaction 
2. Support your department provides NA NI SI I HI NS SD S HS 
f o r  y o u r  r e s e a r c h  ^  1 2 3  4  1 2 3  4  
This response indicates that this work 
facet was Not Applicable to the 
respondent's work activities — / 
If you are unable to respond to a particular work facet or activity because you 
have not been involved in it, please place an X in the NA (Not Applicable Box) 
/X/. and proceed to the next question. 
PART II: PROFESSIONAL AND CIVIC ACTIVITIES 
Importance Satisfaction 
25. Teaching undergraduate students/ m NI SI I HI NS SD S HS 
j u n i o r  e m p l o y e e s  /  /  1 2 3  4  1 2 3  4  
26. Teaching graduate students/senior 
employees / / 123 4 123 4 
27. The non-monetary rewards I receive 
for my effective work / / 123 4 123 4 
28. Conducting seminars and workshops / / 123 4 123 4 
29. Freedom to institute creative and 
innovative materials into my work / / 123 4 123 4 
30. Serving as a consultant or guest lecturer / / 123 4 123 4 
31. Counseling students/employees / / 123 4 123 4 
32. Writing articles, papers, or books / "/ 123 4 123 4 
33. Performing community services _/ / 123 4 123 4 
34. Professional association participation / / 123 4 123 4 
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PART III: WORK CONDITIONS 
Importance Satisfaction 
NA NI SI I HI NS 3D S HS 
35. Opportunity for promotions n 1 2 3 4 1 2 3 4 
36. Tenure granting procedures LJ 1 2 3 4 1 2 3 4 
37. Retirement benefits LJ 1 2 3 4 1 2 3 4 
38. Travel benefits n 1 2 3 4 1 2 3 4 
39. Salary, wages LJ 1 2 3 4 1 2 3 4 
40. Desirable residential connnunity 
located close to my institution / / 123 4 123 4 
41. Fair compensation (salary and fringe 
benefits) relative to people outside 
of academia with similar training / / 123 4 123 4 
42. My job security / / 123 4 123 4 
43. Evaluation of my work by my department / / 123 4 123 4 
44. Evaluation of my work by my institution / / 123 4 123 4 
PART IV: DEPARTMENTAL SUPERVISION 
45. Departmental supervision that organizes 
my department into a coherent unit / / 123 4 123 4 
46. Working with a supervisor vho provides 
detailed direction to my work /  /  1 2 3  4  1 2 3  4  
47. Working with a supervisor who encourages 
participative decision-making /  /  1 2 3  4  1 2 3  4  
48. Working with a supervisor who praises 
good work /  /  1 2 3  4  1 2 3  4  
49. An honest supervisor who lets you know 
where you stand /  /  1 2 3  4  1 2 3  4  
50. Working with a supervisor who has 
educational opinions similar to mine /  /  1 2 3  4  1 2 3  4  
51. Working with a supervisor who bases his 
decisions on intelligence and a thorough 
investigation rather than on emotional 
reactions /  /  1  2  3  4  1 2 3  4  
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PART V: RELATIONSHIP WITH COLLEAGUES 
Importance Satisfaction 
NA NI SI I HI NS SD S HS 
52. Working with highly intelligent colleagues / / 12 3 4 12 3 4 
53. Working with colleagues that respect 
my personal privacy / / 123 4 123 4 
54. Working with colleagues that challenge 
me and force me to put forth my best 
effort on the job / / 123 4 123 4 
55. Working with colleagues whose religious 
or ethnic backgrounds are similar to mine / / 123 4 123 4 
56. Working with graduate assistants and/or 
interns / / 1 2 3 4 123 4 
PART VI: OVERALL SATISFACTION 
57. What is the best description of your 
overall attitude toward your present 
position? / / 123 4 123 4 
THANK YOU FOR YOUR COOPERATION IN COMPLETING THIS INSTRUMENT! 
(Please return it in the stamped, self-addressed envelope which has been 
provided for your mailing convenience) 
*The researcher is 
Study Instrument by. Dr. 
this questionnaire. 
pleased to acknowledge the National Job Satisfaction 
Allan Kaufman, as a major reference for development of 
175 
APPENDIX E: PARTICIPATING INSTITUTIONS 
176 
PARTICIPATING INSTITUTIONS 
The doctoral recipients who participated in this study 
are graduates of the following institutions: 
1. Arizona State University 
2. University of Northern Colorado 
3. The Florida State University 
4. University of Illinois - Urbana 
5. Indiana State University 
6. Iowa State University 
7. University of Maryland 
8. Michigan State University 
9. University of Minnesota 
10. Univeristy of Missouri - Columbia 
11. North Carolina State University 
12. Ohio State University 
13. Pennesylvania State University 
14. Purdue University 
15. Rutgers University 
16. Texas A & M University 
17. Utah State University 
18. Virginia Polytechnic Institute and 
and State University 
